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Workforce invest ment act (WIA) in washington state ___,

Introduction

The federa Workforce Investment Act (WA was signed into law in August 1998 and became effective in Wash-
inglon state on July 1, 2000. This summary report focuses on second year accomplishments in Washington to
implement WATitle I-B services.

For the second year (Juty 2001 through Jine 2002) the United Sates Department of Labor (DQL) alocated $70
million in WATitle I-B funds to Washington. These funds continued employment and training services designed to
benefit employers, dislocated workers, adults and low income youth.

Thisreport describes how WATitle I-Bis organized in Washington Sate, highlightslocd and state accomplish-
ments, and concludes with WA Title i-B performance resuits.

Background and Summary
Workforce Development §sem Vison and Goals

Wishingtor's 2000 Sate Srategic Flan for Workforce Development was updated and adopted by the Workforoe
Training and Education Goordinating Board on May 30, 2002. The plan entitied “High Skills, High Wages: Qur
Agenda for Action 2002” communicates our state's vision, gods, objectives and strategies for the workforce devel-
opment system. WA Title I-B programs are a critica part of redizing this vision and accomplishing our state’s
workforce development goals. In order to assure thet the state’s directions were set and roles were clear, Governor

Workforoe Investment Adt / Title 1B

Locke issued Executive Order 99-02 in September 1999,

Vision

Qur vison isa workforce
development system that offers
every Washingtonian accessto
high quality academic and
occupational skills education
throughout hisor her lifetime,
effective help to find work or
training when unemployed,
and the personalized ass sance
to make progressin the labor

market.

Goal s

Goal 1
To close the gap between the need of the employers for skilled
workers and the supply of Washington residents prepared to
meet that need.
Coal 2
To enable workersto make smooth fransitions so that they
and their employers may fully benefit from the new, changing
economy by putting in place a coherent strategy for dislocated
and incumbent worker training.
Coal 3
To assist disadvantaged youth, persons with disabilities, new
labor market entrants, recent immigrants, and other low wage work-
ersto move up the job ladder during their lifetimes by developing
awage progression strategy for low-incomeworkers. Spedficprogress
will be made in improving operating agencies and reducing the earn-
ings gap facing people of color, people with disabilities, and women.
Goal 4
To integrate workfor ce development programs to improve customer
senvice.

section one - 1
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Sate Sructure

The Gowernor and the Legislature created the
Wbrkforoe Training and Education Goordinating Board
(Workforce Board) in 1991 to coordinae policy plan-
ning and accountability for the state’s workforce devel-
opment system. The Workforoe Board diso serves asthe
state Workforce Investment Board and menagesthe per-
formance accountability for WA TheWorkforce Board
develops and approves the Sale Srdegic Workforce
Development Flan and fadlitates the coordination of
workforce development programs induding WA Title
1-B, vocationa-technica education, adult education and
familyliteracy, vocationd rehabilitation, apprenticeship,
and private career schools. The state Workforce Board
and the Employment Security Department work
collaboraively on WA Title 1-B. The Workforce Board
also works with state operating agencies and local area
Workforee Development oundils to ensure alink be-
fween workforce and economic development strafegies.

The Washington Sate Employment Security Depart-
ment (ED) has administrative responsibility for the WA
Title I-B youth, adult, and didocated worker grants. It
aso has management and oversight responsibility for
WA Title I-B Satewide Activities Funds. Among other
things, the Satewide Activities Funds support the
Covernor’s continuing interest in addressing critical
hedlth care shortages, developing sirategiesto keep kids
in school and enable them to enter careersor continue
education, improving acoessto services for personswith
disabilities, and in linking workforce development to
economic development.

The Department is the lead state agency for the op-
eration of WorkSource, the state's One-Sop employment
and training service delivery system. In Program Year
2001, the WorkSource Operations Division of the Em-
ployment Security Department focused on
three strategic areas to improve Work Source services:

» Reemployment services for unemployment

insurance claimants.

» Job seeker services for all people seeking
employment assistance.

» Senvices to Businesses for companies secking
assistance.

WorHource
The WorkSource Mision: Washington

The One-Sop Career Development
System (WorkSource) isthetrusted
source of employment and training
servicesin Washington Qate. Acom-
prehensive network of state and {ocal
programs meets customer needs and
offers seamless, high quality service.
Acommon look and fed to the system
makeit familiar and easily accessed
wherever it islocated.

Local Sructure

There are 12 local area Workforce Development
Gouncils, onefor each of the state’s 12 workforce devel -
opmert areas (see map on page 5). Each Goundil, in
consultation with chief local elected officids, oversees
WATitlel-B activities, coordinatesioca areaworkforce
development senvices, and provides outreach to employ-
ers. The Qouncils use their leadership to ensure alink
withlocal economic development strdegies. Each Coun-
cil has a Governor-approved locd Unified Flan that in-
cludes a strategic plan that assesses local employment
opportunities and skill needs, and sets forth gods, ob-
jectives, and strategies for the locd workforce develop-
ment systemn consistent with the state strategic godls (see
page1). Thestrategic role of local Workforce Develop-
ment Councils makes them the counterpart to the date
Workforoe Board at thelocd level. Gven thisresponsi-
bility, an entirelynew state-to-local and locd-to-state st
of relationships has been formed.




Simmary of Results

During the second year of WA( ity 1, 2001 through
Jne 30, 2002), Washington's performance was wvery
successful. WorkSource is on the way to meeting the
chalenge of providing universal access while senving
theworkfor ce development needs of spedid populations.
From July 2001 through May 2002, WorkSour ce served
over 321,000 customer s seeking employment and other
services. Approximately 208,000 of these individuas
found employment. bbb seekers and employerslink to
the WorkSource website at: www.go2worksource.com.
The use of this self-service labor exchange website has
increased dramaticaly Comparing the month of Line
2001, to the month of May 2002, individua user ses-
sions went from 99,400 to 195,000 and job searches,
using the website, jumped from 620,000 to 908,000.

For customers needing a more intensive level of
service, 18,726 participants were served in WA Tile
1-B programs between July 2001 and June 2002.
\Aashington’s high levels of performance under WA
continued upward in Frogram Year 2001. Washington
performed a an average of 104% of our targets for 17
federd performance measures, 132% of our targets for
nine state measures, and 114%of the 26 measures over-
all. Despite negotiated performance levels set at 105%
of the average targets for other states, Washington ex-
ceeded its average federd targets in dl program areas:

» Adults- 101%;

» Dislocated Workers- 103%;

» Youth- 106%; and

» Qustormer SHtisfaction-105%.

annual progressEhIIa]
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WHAT IS WORKING WELL

Introduction

Wbshingtorn's workforce development system is dedicated to providing quality servicesto dl individuals seeking
training, employmert, job refention, or increased earnings and for employers seeking qualified workers. Washington's
twelve Workforce Development Qoundil’s (WDG8) are working with WorkSburce partner agendies to provide a
comprehensivemenu of professiona services. This section provides, in their ownwords, short summaries of unique
workforce development services and leadership activities coordinated by each of the twelve local Qoundils. This

section dso indudes highlights of state-level leadership activities and services on Program Year 2001 (July 1, 2001
through June 30, 2002).

Workforce Development Gouncil Highlights

workforce devel opment areas

section two -5
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OLYMPIC WORKFORCE DEVELOPMENT COUNCIL

Local Partnerships

The Qlympic Workforoe Devdopment Goundl (Clypic
Qonsortium) adivdy works and partners with locd agendies
to promote economic vitdity in Kitsgp, Gdlam and Jfferson
counties. This partnership resulted in a state economic
devdopment award to the Olympic Consortium, the Kitsap
Regond Economic Devdopment Goundl (DG, the Ciyrpic
Qillegg, the dity of Bremerton and Kitsgp Transt. The award
recognizd the partnership’s work in promoting Kitssp Gounty
as the employment soluion and best property locaion for a pri-
vate company' squiest to establish a500-arployeecdl center.

The Kitsap WorkSuuree Gater purchesed spedid software
fo assess and prescreen 2,300 gpplicants for necessry skills
and provided the compary office and training space during its
construction period. The Kitsap Regiond BDC showed the
company property sites, the Qypic Qollege provided training
spaoe, and Kitsap Transit arranged for transportation. A$30,000
gat from the Kitssp Guunty Gommunity Devdlopment Bodk
Gantprogamwes d apart of thiseffort.

WorkSource Implementation

The Qympic Gonsortium is working with the two loca
community colleges ( Reninsula and Qlympic) , and commu-
nify-based organizations( Kitsap Community Resources, Sund
Wbrks, and Qlympic Gmmunity Adion Frograms), to ex-
pand employment and training services in the three
countyarea. This collaborative effort resulted in two new
WorkSource affiliate sites in Kitsap County and a new
WorkSource Ganter in Jfferson Gounty: The Jefferson Qourty
WorkSour ce Genter offers aunique opportunity for job seek-
ers to work with the Washington Sate University (W8) Go-
operdive BEdension Office ((BD), whichislocded inthe same
building.

The W8J program offers greater opportunities for
Jfferson Gountyjob seekersto find employment and engage
in training programs. The new CGenter houses WA Trade
Adjustment Act (TAR), labor exchange, and veteransemploy-
ment senvices and programs. 1t dso houses a non-profit
organization, the Qlympic Community Action Frogram.

Employer Services
The Qlympic Consortium business outreach efforts have
induded:
» Conducting a business information survey with
Jfferson and Qdlam Chambers of Commerce and
Economic Development Goundils.

6 -what is working wetl

Srving Qallam, Kitsap, and ke

» Furnishing WorkSource Center business and
amployer resourceroomswhich provdeinteniening spacs,
assesament equipment, brochures, and Chamber of Gom-
merce and Srdl Business Administration information.
CGdornized assessment for locd businesses has dso been
provided.

» Qo-sponsoring job fair events in each county.
oordinating these events with Puget Sound
Energy The Leader Newspaper, the Fort Townsend Chem-
ber of Gommerce and Hierson EDG the Gdlam EDG
ad Peninaula and Qympic Qolleges

» Initiating and staffing the HedthCare Alliance
Indhusiry skiffs pand.

» Patneringwith Nedd, the Kitsep Regiond BDG ad the
Cympic Gllege on athreemorth hiringevant. Osr 2,300
applicartsweretested and 500job seekershired. This
partnership is ongoing

» pordinating five industry duster andyses and
action plans as part of a five-county regiona
eoonomic planning effort started by thelocd EDG

Youth Services

The 11th adaptation of the Lincoln Shool project wes effec-
fively carried out last year. Siocessiul collaboration has been on-
going since 1996, imolving the Northwest Snices Goundl,
the Carpenter’s Union, and the Qdlam Gounty Higtoricd Sdiely
Twehve WA youth begen this project. Saven completed their
12-week pre-apprerticeship in carpentry and construction
while working to renovate the building that will become the
Sdely's Horicd Museum,

In the summer of 2001, 12 Galam Gounty WA youth
partidpated in the first SKY (Servios, KnoMedge, Youth) program
on the Qympic Feninsula  This collboration involved the
Norttwest Sndces Goundl, the Padific Norftwest Tral Assoda
fion, and locd school disiricds. The youth worked on the Sruce
Ralroad Tral on Lake Gesoent and earned sdenoe and English
credis by compleling the KXY asricdum. The program wes
quite successful and will be expanded to indude Jfferson County

Qympic Eucdiond Senices Digtrict 114 operdes the
Kitsap Goundy WA youth program, Pathways to Siccess The
youth program staffworks collsboraively with community orgeri-
zetions and businesses and focuses on issues fading Kitssp Gounty
youth. Saff provides training in OFR, fagging, fork-ift operaion,
certified nursng, medicd insurance billing and conflict resolu-
fion. Sxdy-nine businesses and agendies provide work experience
opporfuniies for WA youth.




PACIFIC MOUNTAIN
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WORKFORCE DEVELOPMENT COUNCIL

WorkSource Implementation

The Padific Mountain Wbrkforce Devel opment Coun-
cil (Pacific Mountain) was honored this year by the
Internationa Assodiation of Personnel of Employment
Security (IAPES for advancing workfor ce development,
spedificdlyin the area of one-stop center development.
The WbrkSource Grays Harbor Center received the
|APESaward for the best one-stop center in the country.
The evaluation process concentrated on the topics of
universal access, customer choice, and seniceintegra-
tion. in al three topics of the evaluation, the IAPES
organization found WorkSource Grays Harbor worthy
of recognition.

Employer Srvices

Program Year 2001 has been aremarkable year for
Pacific Mountain and has resulted in many suiccesses.
In September of 2001, a smple invitation to spesk to
the Southwest Wbshington Hospital Administrators’
Coundil resulted in avery productive partnership. Due
to the need to fill critica hedthcare worker shortages
and Pacific Mountain's commitment to the employer
community, a partnership was formed. With funding
assistance from the Workforce Board, the Pacific Moun-
tain Hedlthcare SALLSPanel wasformed. Thispartner-
ship consists of hospital administrators, technica prac-
titioners, educators (both secondary and post-second-
ary), labor and a veriety of other interested parties.

initid efforts of the SKLLS Panel resulted in the
development of a survey instrument and an in-depth as-
sessment of employment gaps of the area’s hedth care
providers. Aspart of this project, a plan was devel oped
to remowe the barriers identified to meeting the skill
shortages and recommendations were devel oped for the
utilization of training resources and budget consider-
alions. Because of this partner ship, funds were secured
from the Employment Security Department (Industries
of the Future) to provide incumbent worker trainingin
the hedth care industry

The Industries of the Future project was developed
in cooperation with the Providence Health Care Sslem,
the South Puget Sound Community College, the Service
Employees Internationa Union Local 6 and Padific Moun-
tain. The successful proposa resulted in 25 Providence

Serving Grays Harbor, , Lewi s Thurst:

employees in Qympia and Centralia being upgraded
from Certified Nursing Assistants (ONAs) to Licensed
Practical Nurses (LANS), and LPNs being upgraded to
Registered Nurses. The project is proving to be highly
successful and extremely beneficiad fo the Providence
Health Care System and the area workforce.

Secial Initiatives

2001 has provided many opportunities to expand
Pacific Mountain services for the disability community
A pilot project was launched in partnership with the
state's Division of \bcational Rehabilitation (DVR) to
deliver pre-employment services to DVR dlients. In
addition, an award to the Washington Workforce
Assodiation, of which Pacific Mountainis amember, will
fund Pacific Mountain's Business Assistance Project
to advance employment opportunities for persons
with disabilities.

Workforce investment Act / Title IB

fic counties
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NORTHWEST WORKFORCE DEVELOPMENT COUNCIL

The Northwest Wbrkforce Development Council
(NADG completed Program Year 2001 as a maturing
one-stop system with many successes and new
chalenges, including local plant dosures and a rising
unemployment rate.

Local Partnerships

Growth of our maturing one-stop system is evdent
in local partnership efforts to manage performance
through the dewvelopment of a competency-based
workforce system. The Northwest Partnership for
Wbrkforce Devel opment undertook a critical examina-
tion of professona core competendies in workforce
development. After adopting twelve core competencies,
the Partnership developed indicators and a two-lewe
systemn of measures for each. The partners individually
examined how theywould implement the competendies
with their workforce development professionals. Com-
mitments induded use in: recruitment, staff develop-
ment, staff evaluations, and staff recognition. The Part-
nership will next participate in a pilot of on-line learn-
ing for each of the professional competencies.

Employer Services

The Northwest Partnership continued to strengthen
and expand itsreldionship and rlevance with the ared's
business community.  WorkSource Northwest Career
Centers hosted forums and seminars of importance to
the ared's economy  These induded a regiond issues
forumwith US Senator Maria Cantwell, monthly Busi-
ness LINC roundtable forums, employer tax planning
seminars, new business outreach, aswell as, smdl! busi-
ness startup, operdion, and marketing seminars. The
(oundil isactivein area-wide, comprehensive economic
development planning, industry sector and duster re-
seerch, and dignment of changingworkplace skill needs
with the ared's fraining providers.

Youth Services

Youth programs continue to receive the full atten-
tion of the Council. A community-wide resource
mapping project of youth resources was initiated to
cregte aregiond, data-driven, long-term, strategic plan
for youth services. The Coundil's youth programs

provide the ten key elements of senvice, with an empha-
sis on work-based learning opportunities. Alongterm
partnership with five school districts and the Washing-
ton Sae Parks Department has crealed an award win-
ninglearningthrough work communityfor at-risk stu-
dents. To expand quality work-based learning opportu-
nitiesfor locd students, the Deception Pass Park project
was initiated in 1997. This project created a multifac-
eted, integrated program that met a public need and
provided opportunity for studentsto develop workplace
skills. Additionally, the connection between school and
work was strengthened, or in some cases, created. Ad-
ditiond partnerships with the US Forest Senvice and
the Pacific Northwest Trail Association led to the devel-
opment of two more project-based learning programs.
Each youth project site offered: basic skills enhance-
ment, work readiness with the connection to a career
pathway, and portfolio development. Froject godswere:
high school retention, credit catch-up, high school
completion, GED or entry into post-high school activi-
ties. Qur collaborative youth project model has been
replicated in Port Angeles and Fort Townsend.

The Northwest's sectoral initiative in hedth and
dlied services quickly moved from the formation stage
to implementation. The credtion of a new Radiologic
Technology program was accomplished through a col-
laboration of six collegesin theregion. Additiondly, nurs-
ing career ladder opportunities were created, including
training for incumbent, low-skill, low-wage workers
leadingto skill certification and increased wages. Abroad
regiona collaborative approach with three adjacent
Wbrkforee Investment Boards addressing hedlth care
skillsgapsled to an H1-Bgrant award to further coordi-
nate and support the skills needed to attract and
advance workers in nursing careers.




SNOHOMISH COUNTY

WORKFORCE DEVELOPMENT COUNCIL

Local Partnerships

Psaresult of the dot.com industry economic down-
turn, WbrkSource Lynnwood created a Professional
Networking Group (PNG of Information Technology
(IT) professionas. These highly skilled professionds
confronted significant obstades in finding suitable re-
employment. The PNGalowed group membersto iden-
tify their strengths while providing peer support. Ongo-
ing networking continued even after the group mem-
bers found employment. This group wes recognized by
the Covernor's Office for a Best Practice Award. To
date, the PNG has 174 active members and has added
accountants, trainers, teachers, engineersand other pro-
fessionals to utilize the PNGnetworking model.

WorkSource Bverett, in conjunction with Edmonds
and Bwerett Community Colleges, formed a partnership
along with the healthcare industry providers of
Shohomish Countyto develop aregional training system
for professiona and technica hedthcare occupations.
Shortages in registered nurses and other professiona/
technica heathcare occupdtions are expedied to dra-
maticaly increase by the year 2020. As aresult, a
Shohomish County healthcare industryftraining provider
advisory panel was formed to identify skills gaps, moni-
tor current unmet labor demand and predict emerging
needs. Qutcomes have resulted in a mentor training ap-
proach, development of an access database to provide
networkinginformation, and weekly meetings conducted
by wolunteers rotating this responsibility Training
opportunities have been expanded: programs between
the two colleges have been coordinated; training for
incumbent and unemployed job seekers has been added;
and additiona resourcesto sustain these efforts has been
generated. Agrant for $800,000 was obtained to train
Shohomish County incumbent workers in hedthcare
occupations. WorkSource provided $250,000 to loca
community colleges fo increase capacity of hedithcare
training fadilities and the colleges now teach a variety of
classes & the two WbrkSbource centers.

Employer Services

In addition to establishing aprovisona WorkSource
affiliate site a Boeing's Career Transition Center, the
following employer services were accomplished during
thepast program year. The Shohomish WDCconducted:

annual progress da
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Seriing Shohomi sh County

» Qontract training for the companies of Kimberley-
Qark (incumbent workers), \erizon and AT&T
using a $554,000 grant with a 100 percent
private sector match. Additiona contract train-
ing is in discussion with Eldec, Intermec,
BF Goodrich, Morgan Aerospace, the Public
Uility District, ATL, Providence and Sevens
Hospitds, and a consortium of 20 plus printing
and plastics manufacturing companies.

» Afour-month needs assessment of employers
combined with a data anaysis of high wage jobs,
target employers by growth sector, and skills pool
areas, resulting in the development of a targeted
industry business plan.

» Monthly job fairs with high attendance by employ-
ersand job seekers, high customer satisfaction
reports from both sedtors.

» They dso rdleased a Request for Proposds (RFP)
seeking coliaborative effortsin construction trades
which indudes local nonprofits engaged in build-
ingpublic housing or addressing cormmunity needs.

Youth Services

The WDC secured one of 17 One-Sop Enhancement
Grants for $20,000 increasing youth connections to the
WorkSource system which resulted in the acquisition of a
Young Offenders Grant (one of only 28 nationdly) . The Youth
(oundil hosted astakeholders meeting addressingthe needs
of youth offenders resuiting in the WDG Jnenile Qourts and
other agendies, acquiring this $1.5 million Young Offenders
Gant. Known as Froject REACH, 5 youth self-senice sites
will be certified. Cther noteworthy youth senvices accom-
plishments induded:

» Frovding al county school districts with an appren-
ticeship toolkit assisting youth in career exploration,
aswell as assiging numerous career pedidisswith
career farsin high schools.

» Gonducting an Apprenticeship Network launch
through a countywide apprenticeship fair and
outreach in schools resulfing in significant outcomes
and placements.

» Frovding eight dassroom grants fo teachersinte-
grding applied learning techniquesin dassrooms.

section two - 9
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SEATTLE-KING COUNTY

WORKFORCE DEVELOPMENT COUNCIL

Local Partnerships

Among the most successful partnerships of the
Wbrkforce Development Council (WDQ arethe public-
private workgroups in the construction, health care,
hospitality, and manufacturing industries. Theseindus-
try panels have successfully convened representatives
from business, labor, and community and technica col-
leges to solve workforce problems together. Athough
marty of these representatives had never met around the
same table before, they quickly began developing solu-
tions. Arecruitment and marketing campaign to atract
women, minorities, and low-wage workersto the build-
ingtradesisjust one example of what they accomplished.
In hedlth care, where the worker shortageis & acrisis
point, hospitas and community colleges identified ways
to expand the training capacity of the colleges and to
mowe low-wage health care workers into high-demand
jobs, supported by WDCfunding. Inmanufacturing, the
VDC will fund Shoreline Community College to work
with employersto further define skill sandards, reform
college training courses, and set up centers to assess
the skills of incumbent workers and training graduates.
The programistheresult of recommendations made by
apane of manufacturers, community and technica col-
leges and others.

Employer Services

TheWDChas focused the efforts of the WorkSource
system on meeting employer needs, believingthisisthe
best way to meet the needs of the disadvantaged of King
County. This redignment of the system's priorities led
the board to accomplish the following three major
changes:

» Increasing employer presence and involverment
ontheboard. Qurrentlynine of the sixteen mem-
bers of the Executive Committee are from the
private sector.

» Employing two business services leads to serve
as employers' contacts at the WorkSource
centers.

10 - what is working wel |
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» Launching sectora srategies to dleviate skills
gaps in specific industries. These strategies
indude developing partnerships and initiatives
in construction, manufacturing, heath care,
hospitality, and information technologyindustries.

Youth Services

Asummer pilot project, called Srengthening Pro-
grams through Youth Consultation and Bvaluation
(SPYE) frained youth to perform an in-depth assess-
ment of WDCyouth programs. The ten youth evaluators
from WA and Youth Opportunity received mentoring,
occupationd skillstraining and leadership development
opportunities. They administered surveys, led focus
groups, and conducted interviews with close to 1,000
youth across Seattle-King Gounty. The quditative infor-
mation they gathered will enable the WDC to identify
effective strategiesthat will help youth succeed. SPY(E's
sucoess has laid the ground work for an ongoing youth-
driven evaluation system.

Cther Innovations

In addition to building and improving the
WorkSource systern, the WDCexpanded our role as an
organizer of stakeholders, a resource for the commu-
nity, and a policy initiator on workforce issues.

In addition, our WDCis the first in the country to
orgenize a research and development committee to ex-
piore long-term trends and develop long-term srate-
giesfor our local workforce. The god of the committee
isto change our economy for the better over thenext 20
years. Some issues identified by the committes indlude
examining immigration as a workforce asset, connect-
ing industry and education, and increasing coordina-
tion with economic development.

Also, the WDCestablished a sdf-sufficiency standard
developed by resear chers for Washington Sate. Thistool
will help customers set goals and measure their success
based on progress towards seff-sufficiency, rather than
by their wages done.




TACOMA-PIERCE COUNTY
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WORKFORCE DEVELOPMENT COUNCIL

Local Partnerships

In PY 2001, the Flerce Gounty emphasis was refin-
ing and exdending last year's lessons learned. |In some
instances, that meant bringing in new partners. inother
instances, it meant working more dosely with partners
to darify gods and extend efforts towards these gods.
Qur strategic initiatives took severd avenues. For ex-
ample, a Casey Family Program partnership provdes
employment and education servicesto youth * aging out”
of the foster care system. In 2000, the Flerce Qounty
WDCbegan a relaionship with Casey to better support
these youth, combining WA, Weifare-to-Work and pri-
vde funds. To dliow participants to focus on job readi-
ness and training while gaining work experience, the
CREAT program uses existing and emerging community
resources and funding and provides key comprehen-
sive senvices, such as: assessing each youths' individual
needs; provding case management incduding indepen-
dent living services; and advocating for youth in out-of-
home care. The partnership serves 50 youth annualy
and has been recognized by the US Department of
Labor, National Qorrections Ingtitute, and Washington
SQate Employment Security Department.

The WDC strategic initiatives group and the Wash-
ington Sate Department of Corrections (DOQ) estab-
lished another partnership to increase workforce de-
velopment core and intensive senicesfor offendersand
their families. Funded by DOC, Wifare-to-Work and WA
funds for a tota of $390,000, DOC funds purchased
additiona computers and other resourcesto extend core
senvices for DOC customers at the WorkSour ce Career
Development Genter (TG . These funds also increased
WorkSource staffing for dl customersindudingincreas-
ing free (DC workshops and other services such as,
driver license reinstalement, consumer credit counsel-
ing, cognitiveand behavioral change skillstraining, and
Division of Child Support guidance. To date, 500 offend-
ershave received workforce development senices. DOC
is acquiring space a its Community Justice Genter and
plans to upgrade this space to become anew WorkSource
Flerce affiliate site by early 2003. The partnership has
been recognized as a best practice by the Netiona
Ingtitute of Qorrections, US Department of Labor and
Washington Sate Employment Security Department.

Srving Aerce County

Employer Services

The Ferce County WorkSour ce system merged em-
ployer representatives fromits various agenciesinto one
location. Employer representatives now coordinate
Ferce Gounty employer senvices, reducing duplicate
contacts. These representatives dso host employer events
that bring employers together with job seekers while
focusing on high-demand indusiries. A single point of
contact for employer senvices supports the flexibility to
provdemany resourcesto oneemployer. Asan example,
the Ironworkers Apprenticeship program funded by
the workforce system will contribute to the Narrows
Bridge construction project when implemented.

With this approach, employer service representa-
tives can aso enhance job seeker senvices. Atthisyear's
annud job fair 45 vendors met 2,100 job seekers A
week prior to thejob fair, enployer senicesdtaffheld a
day-long Ready, Stt, Go to Work workshop for job
seekersincludingWAprogram particpants. Itinduded
alocal sports announcer, Tony \entrdla, asamotiva
tiona speaker and other workshops on dress, intenview-
ing, how to look for jobs, and of course, how to use
ajobfar.

Youth Services

The Youth Council of the WDC is reMsing its
drategic plan based on a better understending of the
implications of WA The Cound! has dlocated a full
staff position to supporting its seven youth dffilides in
addressing the ten core elements of youth services, plus
maintaining compliance with youth performance levels.
Saff now holds quarterlymeetingswith al youth senice
providers and provdes training in performance indica
tors and use the SKES system. The Qoundil is aso
reviewing equitable senice dislribution befween urban
and rurd youth and their school digtricts.

Woriforce Investment Act / Title I8
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SOUTHWEST WASHINGTON

WORKFORCE DEVELOPMENT COUNCIL

Local Partnerships

The past year was eventful for the Suthwest Wash-
ington Warkforoe Development Goundl (SAVVDG . Both
the board and staff busied themselves with a myriad of
activitiesleading up to the [ty 1, 2002, trangition of the
organization into two separate entities: the Southwest
Washington Workfor ce Development Goundil and Part-
nersin Careers (AIG. This mowe was designed to help
establish the WDCas the strategic leader for workforce
development issues in Qark, Cowlitz, Skamania, and
Wahkiakum counties, while diowing Partnersin Careers
to focus on provding qudity training and employment
services in Gark County, as well as serving as the host
agency for WorkSource West Vancouver, a one-stop
cenfer.

Milestones induded incorporating and restructur-
ing the SNWDG, recruiting and selecting a new Execu-
tive Director; selecting aloca Certified Public Account
(O firm asthefiscal agent; and planning for reloca-
tion to downtown Vancouver. SAWDCwill share office
space with the Greater Vancouver Chamber of Com-
merce, (hlumbia River Economic Development Coun-
cil, and other local organizationswith similar interests.
Board members volunteered countless hoursseningon
the Transition Seering Commiittee and other ad hoc
subcommittees such as Recruitment and Fadilities.

WorkSource Implementation
Qur focd One-stop Partnership invested consider-

functiondity of itsorganizationd structure. It dso shered
continuous improvement sirategies suggested by cus-
tomer commentsthroughout the system. Anad hocdis-
abilities team visited all of our one-stop centers and af-
filiates to determine how they could improve their ser-
vicesfor personswith disabilities. Their findingsresulted
in the purchase of needed assistive devices and equip-
ment, This year's activities also induded: ongoingimple-
mentation of the Services, Knowledge and Information
Exchange Sistem (SKES partidipant data tracking sys-
tem; planning for an upcoming system to track self-ser-
vice activity throughout our one-stop system; and averi-
ety of activities to prepare for next year'srecertification
of the centers and affiliates.

and Skamania counties

Qur workfor ceinvestment system assisted hundreds
of adult and dislocated worker job seekers and trainees
throughout Southwest Washington to access needed
training and secure employment in a variety of demand
occupations and industries. As aresult of the surveyed
needs of laid off workers, rapid response dislocated
worker services were provided at the employees'
work sites.

Employer Services

During the fransition period, the Southwest Wash-
ington VWDC continued its important work towards ad-
dressing critical workforoe issues and trends and plan-
ning the coming year's activities and new initialives with
keyindustries and employers throughout our four-county
area. Eforts to secure funding for projects, such as
formation of a regiond Allied Hedth Care kills Pandl
and Lean Manufacturing Training for aloca high tech
employer, were aso successful.

Youth Services

Qur WA youth programs continued to work on
dropott prevention and finding innovative ways to en-
gage youth in high demand and high wage training and
empioyment opportunities. Frograms focused on inten-
sive year round programming, academic achievement;
dignment with state education requirements; post-sec-
ondary readiness; and long-term outcomes. Emphasis
was placed on meeting each youth's needs and continu-
ity of services. Spedific services available indluded: tu-
toring; study skills; dternative seoondary school services;
summer employment opportunities directly linked to
academic and occupationd learning; paid and unpad
work experiences (induding internships and job shad-
owing) ; and occupationa skill training, induding dlass-
roomand on-the-job training; leadership development;
adult mentoring, guidance and counseling (induding
drug and dcohol abuse counsaling and referrd) ; sup-
portive services; and follow-up senicesfor at least ayear
following completion of the youth's individual program
godswere also provided. Efforts were aso focused on
increasing connections to employers.

Srving Qark, Cowlitz, Wahkjakum,



NORTH CENTRAL

WORKFORCE DEVELOPMENT COUNCIL

Local Partnerships

Samaritan Hospitd and Skill Surce have built a
partnership dedicated to teaching the vaue of hands-on
learning, Trainees learn valuable workplace skills and
expand their career optionsin a high-demand industry
The god has been to increase awareness of the oppor-
tunities in the medica industry, train for entry-level po-
sitions, ax encourage further education for careers
requiring higher level skills.

The new Career Bxploration Mentorship program
isoneexample of partnership at itsbest. Last year, eight
students participated in this pilot project. To prepare,
the students spent two weeksin the dassroomresearch-
ing different medica occupations and using assessment
toolsto gauge their interests and abilities. Then the stu-
dents were on their way to Samaritan Hospita to begin
their hands-on learning. Sudents were maiched with
mentors in various departments throughout the hospi-
ta to show themtheropes. Each student spent fwo hours
each week learning from their mentor. The initia pilot
was so successful that a second Mentorship programis
set to begin in October 2002. This round will alow for
more one-on-one time between the killSource student
and the Samaritan mentor. Samaritan dso trains and
hires adult students in a variety of positions, such as
admitting derk, business senvicesreceptionist, office as-
sistant, mammographyreceptionist and certified nurse's
assigtant.

Employer Services

One of the North Central WDCs top prioritiesisto
better engage and serve local businesses. Thispast year
KillSource:

» Engaged businesses in a series of roundtable
discussions about their workplace productivity
issues.

» ldentified top challenges facing area employers.

» Designed new services to meet employer needs.
Examplesindude supenvsor training, customized
fraining fo address skills gaps experienced by
incumbent workers, and salary surveys that help
businesses stay competitive.

annual progress LIRS

» Facilitated the delivery of information and senices
through coordinaion with partners and business
organizations. In addition, a quarterly luncheon
was held which targeted loca area businesses.
The purpose of the luncheon was to promote
worker training and development in order to
increase workplace productivity

TheWDCis continuing atraining programit piloted.

Thistrainingprogramtransformslow-skilled, oftenfim-
ited English spesking workers (heading for job obso-
lescence) into skilled technicians prepared for career
advancement in food processing technology Gompa-
nies in Moses Lake and Othelio are sending entry-leve
workersto take spedd illSurce assessmentsand in-
froductory workshops. These assessments are used to
determine aworker's aptitude and interest in dimbing
the career ladder from machine operator to equipment
reparer. BigBend Community College, inresponsetoa
need identified by the DG is now holding dlasses on
Friday for these incumbent worker tranees. Casses
indude training such as the basics of electricd safety
and systems, maintenance of mechanical equipment,
process control systems, hydraulics, and refrigeration.

Youth Services

iliSource conducted the first Career Quest youth
conference co-sponsored by Vienaichee Valley Qoliege.
The theme of the event was Explore Your Future, Bx-
pand Your Mind. Nearly 50 businesses turned out to
answer questions, and just as many donated countiess
prizes for raffles, drawings, and contests. Roughly 300
students heard from local businesses about what jobs
will be like ten years from now, aswell as what compa-
niesred lyexpec today and howto prepare for the high-
payingjobs of tomorrow. Bxpertsshared fromfirst-hand
experience, how to find out if a career in the medicd
field is the right choice, or how to be your own boss,
and what it takes to accomplish either. The students
played amajor role in the conference. They presented
over 15 displays of the work they had accomplished.
One of these displays now hangs a the city' s Rwerfront
lce Arena depicting the Apple Capitd Loop Trail.

Workforce investment Act / Title IB
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TRI-COUNTY WORKFORCE
DEVELOPMENT COUNCIL

Local Partnerships

The Tri-County Workforce Development Goundl has
taken a leadership role in conducting a community audit
in Yekima, Ktfitas, and ickitat Gounties.  This audit d-
lowslocd stzkeholdersto takeabroad look & thered and
perceived neads of the cormmunity, characterizethe present
and future workforoe, and analyze research avalable on
the current and emerging local economy.  The audit will
engble the Goundil to arede sratagies and further refine
the drategic plan for workforce and community develop-
ment in the Tri-County area and serve as the basis for locd
policy dedsons  Further, the audit will be a vdiugble re-
source for incorpor aing workforceissues with other sra-
tegic planning initiatives in the communities

WorkSource Implementation

The large mgority of visitors to our WorkSource cen-
fers and dfiliate sites come in to awail themselves of many
“self-senicd’ tools/senvices such as computer usage for
resume development, Internet job search, fax machine and
copier usage, accessng resource rooms and partidpating
in job dubs. Because of the sdf-senice naure of these
tools'senices it hasbeen diffiquilt fo track how menypeople
are taking adventage of them, or which senicesweremost
popular or usefl. As aresult, the WorkSurce oversight
cormmitiee of the Coundil developed an internet-based
WorkSurce Tracking System. Uing magnetically encoded
swipe cards issued on their first visit, customers sgn+in
and record which seniog(s) they useeach vist. While par-
ficipation is voluntary, we find that most of our visitorsare
eaoer to partidpae. They vadue having the membership
card, and are eager o hep us learn how to better sene
them. Now we have better information to help usreportto
stakeholders and the cormmunity regarding the senices
awdlable and used in our WorkSource lobbies. In addi-
tion, we now hawve significant and timely menagement in-
formation fo asdst staff and organize the resource rooms
in response to continuous cusomer improvements.

Employer Services

Saying competitivein agiobd economyrequiresbusi-
ness to develop new products, to adopt new practioss, and
implement new processes. This means incumbent work-
ers too, must change and learn new skills to keep their

induslry strong. The sirategy not only helps locd indus-
tries stay hedlthy but, helps workers upgrade skills, avert
layoffs, increase earnings, achieve promotions and earn
indusiry-recognized credentids

The Tri-County Workforoe Coundl has coordinaed the

incumbent worker training programwith the Eastern Wash-
inglon Agricuiture and Food Processing Partnership. This
naiiondlyrecognized mode of collabor aive leadership and
integration of public and privete resources addresses skill
shortages while credling afraining system based on indus-
tryskill sandards. Thisinnovative partnership wes created
o meet employers neads to frain incumbent workers in
iwo of Washington's largest and most labor-intensive i
ndustries - food processing and faming.

This customer-driven sector initiative has shown tre-

mendous resuits since Jnuary 2001 by:

» Credling 28 customized training courses offering
certificaion and opportunities for specific career
advencement.

» Delivering 43 training events for more than 32
companies a 70 work sites.

» BExceeding the Governor's god of training 400
employees by more than 75 percent, ultimately
providing 815 training dots for current workers

» Achieving trainee wage increases due to increased
productivity W\brkers earned an additiond $300
to $600 over a four-month period following
franing.

Youth Services

The hedthcare personnel shortage in the Tri-County
areaisrea and mirrorswhat is occurring acoross Washing-
ton Sate To address future needs, it is ariticd thet youth
areencourgged and provided opportunitiesto explorethese
hedthcare careers. One sirategy implemented by the
Tri-County Youth Goundil westo introduce youth to theworld
of hedthcare occupdtions through a Hedthcare Careers
Webste (www.healthcarecareersorg) . This site, talored
to the Tri-County area, provides youth the opportunity to
explore careersin the hedthcarefidd, match ajob to their
uniquetdentsand persondity, aswell asrevewwhat hedth
reldted occupdtions are awdleble based on their current
and future education levels. Listed on the site are the fastest
growing hedth care occupdions dong with the names of
prospective employers.




EASTERN WASHINGTON PARTNERSHIP
WORKFORCE DEVELOPMENT COUNCIL

Local Partnerships

Workforce development partners in the Eastern
Washington Partnership (BAP) had severa positive de-
velopments in the last year. One that was selected as a
best practice induded an inwolved process that led to
the Washington Dentd Services (WDS expanding its
telecenter services from Puget Sound to theiville area.
VADS needed to expand its offices due to its growing
business and begen to consider whereto locate another
office. The WDSmanagement was aware of Washington
Sate University's(W3J) Rurd Telework project that was
promoting the beneficiad aspects for businesses with
heawy reliance on telecommunication to consider ioca-
tionsinrurd areas. The Chairman of W8Us Cooperdive
Extension Cfficein Cohville had been participainginthe
rurd telework meetings. The Chairman had aready con-
vened agroup of loca peoplein the hille areawhose
focus was to expand the telecommunications capabili-
ties in Sevens Qounty

“The Director of the Tri-County Economic Deselop-
ment District (TEDD) in (bhiitle had secured a grant
fromthe Economic Development Administration in 2001
to assist in purchasing abuilding that could be leased to
a new business or businesses. TEDD also secured a
QAEST rate settlement grant in 2001 that would pay for
the fiber optic lines that were needed for telephone
redundancy in Sevens County.

The WDS anonymously began to inquire about
Colville's ability to meet the verious requirementsit would
need if it were to locate its new office in Qhille. The
WA Chairman and the Director of TEDD then convened
the administrators from the Cohille WorkSource office
and the Community Colleges of Srokane-Colvitle Genter
to address the questions about the nature of the loca
workforce and the availability of training. Each of the
partners was able to provide quick and favorable re-
sponses to the list of WDSissues. The company consid-
ered the (ohille option with great deliberation because
it was quite adeparturefromits present business mode.
In the end, WDS selected Cohville and the company has
been thoroughly satisfied with its choice. They atrib-
uted their decision to the ability of theloca partnership
to help make a business case that met all of their

annual progress TN

criteria. Now, Golvilie has 35 new well-paying jobs with
the prospect of an additiona 30 jobs next year.

in another partnership, the BAP received funding
for an Industries of the Future project forged between
the VWallaVAlla Community College, |owa Beef Products
and Broetie Orchardsin WHllaWilia Gounty to upgrade
the skills of the companies’ incumbent workers. This
partnership will resuit in better job skills and more ca-
reer advencement opportunities for the workers, and
greaer job retention prospects for the employers.

WbrkSource Implementation

In April of 2002, the Cohville WorkSource partners
co-located in a new building that was purchased by
Rura Resources, thelocd community action agency. In
addition to housing staff from Employment Security,
Rura Resources employment staff, and staff from the
state Division of \bcationa Rehabilitation, it dso offers
morethan 40 other senvcesinduding Head Sart, trans-
portation, low-income weatherization, energy assistance,
legal services, senvices for victims of domestic viclence
and sexud assault, and many more.

Youth Services

The BAP Youth Coundil supported two projecisthat
had youth service providersworking hand-in-hand with
staff from the juvenile justice system to identify and
work with youth offenders as they were exiting from
detention centers. They targeted youth who were need-
ing to work but who aso needed to get re-engaged with
the school system. The project has proved to be very
difficult but has opened up anew approach for offering
troubled teens a better chance to change their behavior
patterns.

Workforee Investment Act / Title 1B

section two - 15



16 - what is working wel!

annual r eport Workforce investment Act/ Title IB

SPOKANE AREA

WORKFORCE DEVELOPMENT COUNCIL

Local Partnerships

The second year of WAimplemerntation was marked
by the continuation of program senice provsion and
performance, continued deved opment of coundl capac-
ity, and activation of sucessful community partnerships.
Core, intensive, and training services were provided to
over 2,100 registered WA customers. Career Path Sar-
vices, Fducationd Services District #101, and theWash-
ington State Employment Security Department
(WorkSource office) continued to provide quality ser-
vices. Quality services, meeting federa and stafe stan-
dards, and utilizetion of resources were highly com-
mended and recognized in state reports and Quarterly
Management Reviews. The Dislocated Worker program
became the largest of the three WA funded programs
with owver 800 individuas registered.

The Sokane Area WDCalso partidpated in the One-
Spokane Summit, the Mayor's anti-poverty campaign,
and the sucoessful application for the Community Em-
powerment Zone with the Sokane Area Economic De-
welopment Council. Theseinitiatives and W Aare mutu-
dlysupportive effortsto better the local workforce. They
will have fong-term impacts on Srokane.

WorkSource Implementation

The WorkSpource Center and our six affiliate sites
continued to expand fadlities and capacity to provide
services to the universa customer. The number of cus-
torners served more than doubled asindividualsbecame
more aware of senvices and as the economy experienced
a downturn. Regular Cperations Committee mestings
were held to discuss system issues. Aregular Continu-
ous Quality Improvement (CQ) processisin place.

The Sokane Area WDC continued to meet to ac-
knowledge and organize for its broader workforce de-
velopment systems role. Nomination procedures were
developed to recognize the important role of various
industry sector representation. Gouncil roles and respon-
sibilities, membership expectations, and job descriptions
were developed. Committees and a taskforce were
formed. Bifective partnerships were formed and an an-
nual meeting cendar was developed.

Srving okane County

BEmployer Services

In 2001, partnerships were developed to address
both tacticd and more sralegicissues. In partnership
with WorkSource, Community Golleges of Spokane and
other community partnerships, WA service providers
responded to morerapid response eventsthan in prev-
ous years, sgnifying plant dosures and large layoffs.
Major employerslike Kaiser Auminum and Boeingwere
impacted aswell as dosures of smaler employerswho
had been part of the community for many years.

In conjunction with the Northeast V\ashington Hos-
pitd Assodiation, a Healthcare Taskforce was formed.
Building upon earlier SALLSpanel work (with INTEG,
a Department of Labor Sectora Employment Demon-
stration Grant (developed with Community Qolleges of
Sokane), an indusdries of the Future kills Training
contract and an H1-B application were approved and
funded.

Youth Services

Qut of the September 2001 Youth Council Retreat
came the Youth Sistems Development project. Aplan-
ning committee of WDC, Youth Goundil, WA providers
and other prominent youth servicing agencies (Qty-
County Chase Youth Commission and .Junior Achieve-
ment) put together what was to become the Eastern
Washington Summit 2002 - Rethinking Wbrkforce
Services for Youth.




BENTON-FRANKLIN

WORKFORCE DEVELOPMENT COUNCIL

Local Fartnerships

WorkSource Columbia Basin, through its 12 part-
ner organizations, continues to offer integrated service
delivery to over 13,000 customers each month averag-
ing in excess of 500 customers daily accessing services
onsite. Huge strideswere made in the past year a inte-
grating services and funding streams. Unbeknownst
to the job seeker or business customer, staff are per-
forming functions and dutiestraditionally performed by
multiple organizations prior toimplementation of aOne
Sop seamless service delivery design. Al staff in our
facility enjoy a full complement of training and staff
dexelopment activities regar dless of which organization
employs them.

WorkSource Implementation

WorkSour ce Columbia Basin takes continuous qual-
ityimprovement serioudly. In order to offer the senvices
that meet the needs of the job seeker customer, a Qus-
tomer Focus Group was established. A diverse repre-
sentation of jobseekers, chosen from across ali pro-
grams, is invited to VbrkSurce once a quarter to par-
ticipate in a facilitated group session. The concept en-
gepes our job seeker custornersin defining service needs
through a survey and discussion around the servicesthey
received. Surweyquestionsremain consistent inthearea
of customer senicesrelaingto greeter & fadilitator ser-
vices and, in the area of fadility servicesrelating fo core,
intensive, and program senvices. The survey concludes
with questions on customer satisfaction to assist
WorkSourcein further identifying areaswhere additiona
services, resour ces, or other improvements can bemade.
W& look forward fo utilizing the secret shopper data as
aquality improvement tool in the coming year.

Employer Srvices

The Customer Focus Groups have beenwell attended
byjob seekers and vauable customer feedback has been
received and implemented by WorkSource gtaff. Flans
are underway to establish quarterly Business Qustomer
Focus Groups to engage the business customer iniden-
tifyingways to improve services and exploreinnovations
in quality improverment processes.

annual progress I

ton and Franklin Qounties

The WDChas recently implemented the Work Keys
employability skills assessment tool. Work Keys is de-
signed to describe job skill requirements, measure an
individual's skills, and match peopleto jobs. Work Keys
offers assessments in the areas of applied mathematics,
applied technology, listening, locating information, ob-
servation, reading for information, teamwork, writing
and businesswriting. The\WDChas a staff person trained
for administering the assessmentsto job seekers, andis
certified to profile spedificjobsfor specific oocupations/
jobs for our business customer.

The WDG a the request of our loca economic de-
velopment organization called TRIDES, participated with
TheRuor Qorpordion in commissioning a Tri-Cties Area
Workforce Report compiled and produced by The Path-
finders. Thereport representsthe objective and profes-
siona view of The Pathfinderswith regard to workforce
availability, cost, skills, and qudity that a new employer
can expect in the Tri-Otiesregion. For thefirst timewe
have information on workers who would be willing to
change jobs for a salary increase and what level of in-
crease they would need to acoept new employment.
TRIDEC will utilize this information in their business
recruitment activities.

Qur Business Services Team made considerable
progressin the last year in their approach to the busi-
ness customer. Thisis awork in progress and we look
forward to further integration in the coming year. The
Business Services Uhit is staffed by individuas from
multiple funding streams and allows us to approach the
employer with a full array of services instead of ap-
proaching them one at atime from many organizations
looking to devel op ajob for one dlient group or spedific
program.

The WDChas been successful in efforts to leverage
formula funds with grant funds. In a partnership with
the Tri-County WDC and the Eastern Washington Part-
nership WDG Benton-Franklin was awarded aUS De-
partment of Labor Customized Employment Gant. The

(Qmtinued next page)
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(Benton-Franklin Werkforce Development Guncil con'’t)

purpose of the grant is for strategic planning and
implementation activities which will improve employ-
ment and career advancement of people with disabili-
ties through the One-Sop ddlivery system.

Additionally, the WDCwas awarded a SHLLSgrant
targeting the hedth and alied services industry sector,
an Indudries of the Future Kills Traininggrant in the
congtruction industry and, a Hedth Care Cecupdtiond
Training for Youth Grant.

Youth Srvices

Summer activities for youth are now fullytied tothe
career pathway they are exploring in school. In this
past year we have established a Memorandum of Under-
standing (MOU) with all of our school districts that a-
lows us to share the responsibility for deliveringtheten
required senice eements for youth in WA programs.
WA funded dtaff are certifying employer work sites ac-
cordingto the Office of Superintendent of Public Instruc-
tion (OS1) work-based learning standards and main-
tainingadatabase for theloca schoolsto utilize for work
sites during the school year for d! students.
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State Hgﬂights

Introducti

Included below are descriptions of some major
state-level leadership activities carried out in Program
Year 2001. Theseactivities support the Governor'sgods
for the workforce development system as described in
\bshington Sate's Unified Flan for Workforce Develop-
ment. Snvices and activities described below were sup-
ported, in part, byWATitle |-B Salewide Adtivities Funds.

WOle&

The One-Sop Career Development Stemin Wsh-
ington Sate is called WorkSurce. Twenty-five full-ser-
vice WorkSource Careeer Development Genters across
the state provide employers and job seekers access to
workforce services, career planning information either
inperson or eectronicaly Thereare dso 39 affiliate
locations offering more specialized services.
WorkSource is the interface connecting employers and
jobseekers with workforce devel opment partners at the
communitylevel. The first part of Section I} of thisre-
port offers some excellent examples of tocal WorkSource
services. WbrkSource allows both employers and
jobseekers easier access to workforce servicesand in-
formation. AWbrkSource Genters, job jeckershaefree
use of computers, copiers, faxes, and other tools for
career planning and job ssarch. They also have access
to seif-seniice and staff assisted job search and to work-
shops on how to get and keep ajob. WorkSburceisadso
designed to help businesses take advantage of computer
job matching services, get assistance with recruitment
and layoffs, and access electronic resume banks, labor
market information, and refraining resources.

Program information and access to services coor-
dinated through WorkSource partners indudes the 14
required federa employment and training programs and
the following state funded programs:

annual progr esscYIIa

» Worker Profiling

» Uaimant Placement Program

» Postsecondary Career and Technical
Education Programs

» Worker Retraning Program

» WbrkFirst (employment services only)

» Engish asa Second Language Programs

In response to local needs and interests, the loca
Wbrkforce Development Goundils have added partners
to their areas’ WWorkSource service network.

In Program Year 2001, the WorkSource Operations
Division of the Employment Security Department focused
on three strategic areas to improve WorkSource [abor
exchange and related senvices.

» Reemployment services for unemployment
insurance daimants.

» bb seeker services for all people seeking
employment assistance.

» Srvices to businesses for companies seeking
assisgtance.

Reemployment services were a primary focus for
WbrkSource because of the overwhelming number of
job seekers unemployed as a result of last year's eco-
nomic downturn. The immediate need was to expand
servicss fo unemployment insurance damants. More-
owver, it wasimportant to implement strategies for people
close to exhausting their regular and extended unem-
ployment insurance benefits.

Ateam of representatives from three divisions of
the Employment Security Departrnent guided thiswork.
One of the tasks was to redesign the Frofiling Satistica
Identification model. This was completed in early July
2002. Another was to introduce and integrae the Jbb
Search Review PFrogram (JSRP)  Athird task wasto pro-
vide reemployment skills training through a Jbb Hunter
Wbrkshop Series. This training was provided to nearly
126,600 daimantsin Program Year 2001. Aspart of the

Workforce Investment Act / Title IB
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Job Hunter Workshop Seriesprogram, a capacity model
was developed to better enable WorkSource sitesto de-
termine their physical, as well as resource capadity, to
provide this fraining.

bb seeker serviceswere refined to improwve access to
WorkSource universd core senices in a variety of ways.
The WorkSource website: www.go2worksource.com
was upgraded fo make it easier to use. InMarch 2002, a
link with the new WorkSource management informa-
tion technology system, SKES provided WorkSurce stalf
on-line access to job and staff-assisted listings. In the
4th quarter of PYD1, this increased the number of job
listings available on-line from 8,300 to 37,000 (nearly
450 per cent) . S ESalso allowed WorkSource partners
access to job litings and other employment and train-
ing information for their customers.

Sarvices to busness through WorkSource were
emphasized in Frogram Year 2001. The conoept of a
single point of contact was promoted throughout
WorkSource. In a “single point of contact system,” dl
partners providing services to a particular business are
encouraged to coordinate those services asateam. One
team member serwes as the main contact and commu-
nication point, while other team members are kept in-
formed, poolinginformation and resources. Businesses
benefit by this “ case-managed” approach because it is
far less complicated than having to ded with muitiple
contacts.

Improving WbrkSource Services and
Qutcomes For People With Diszbilities

The Wbrkforce Training and Education Coordina-
ing Board’'s (WIE(B) Srategic Plan for Workforce
Development indudes strategies to meet the needs of
individuals with disabilities (see page 22).

In Program Year 2001, the state's WorkSource
Operdtions Team, made up of state and loca partner
agencies, began discussions on howtoimprove services
and outcomes for people with disabilities.

A joint steering committee made up of six state agen-

cies and the Washington Wbrkfor ce Association contin-
ues to implement this work, ensuring that the
multifactedfaceted approaches are not duplicative and
lead to program improvements. Here is a summary of
these recent efforts and agency commitments:

The Bmployment Seourity Department dedicated
atota of $750,000 in W Astalewide discretionary funds
to the Cowvernor’s Committee on Disability lssues and
Employment (GCDE) for a Technica Assistance Center.
The funds will aiso support a website, an 800 cal-in
number forassistance, assistive technology (AT) fund-
ing, alendinglibrary of AT equiprnent, an accommo-
dation fund pool, and mentoring, consultation, andtrain-
ing support to the field.

The Division of \bcational Rehabilitation (DVR)
agreed to hawe its staff provide assessments of program-
maic and physical access to WorkSource Centers and
offer technical assistance to address identified needs.

AUS Department of Labor Workforce Incentive
Grant (WG was awarded to the Washington Workforce
Associdion (WM. WMis a statewide association
that promotes, enhances,and serves the interests of
Washington Sate Workforce Development Councils.
The purpose of the new federa grant isto increase dis-
ability access throughout the system. Thegrantindludes
assessment, technica assistance, assistance implement-
ing AT, funding for pilot projects, abest practice confer-
ence, dtaff training conference, outreach planning, em-
ployer services, and statewide eduation.

The Washington State Developmenta Disabilities
Goundil' sfive-year state plan identifies funding for inno-
vative projects that will result in individuas with devel-
opmenta disabilities getting jobs through WorkSource.

Finally, the Washington Sate Legislature, through
Senate Memoria 8014, has directed the state disability
agencies/councils to report annualy to the Legidaure
on the status of trainingand employment of peoplewith
disabilities.




SHESImplementation

The Employment Security Department developed the
SES(Services, Knowledge, and Information Bxchange
System) , aninternet-based management technology sys-
tem, which wasimplemented on April 8, 2002, Thissys-
tem supports employment and training case manage-
ment and job matching functiondity. The statewide
implementation was the culmination of a project that
spanned four years of planning, andysis, software de-
welopment and business preparation.

SKES provides a singe statewide information re-
pository supporting the employment and training busi-
ness oper ations of twelve Workfor ce Devel opment Qoun-
cils and Labor Exchange activities of al WorkSource
(One-Sop) partners. It also supportsthereportingre-
quirements of both the Wagner-Peyser Act and the
Workforce Investment Act. Since all partners in the
WorkSource Genters and Affiliates use SNES for case
management and labor exchange, custorner informa-
tion is accessible by dl partners. The customer only
needs to provide his or her information once to hawe
accessand information related to dl programs provided
through the Centers or Affiliates. SAES dso can pro-
duce cross-program reports. These reports are rolled
up into a single report dlowing a comprehensive view
of the entire delivery system.

SESis a complex system that incorporates: 78
Screens; 48 Reports; 228 Relational Tables; 2,145
Logons; 1,375 Users Logged In; 743,803 Job Seekers;
250,000 Employers; 76 Ggebytes in the Database; 18
Interfaces and 60 Batch Procedures. As the system is
refined and further developed, it is anticipated that ad-
ditional functionality as well as additiona users will
be added.

Satewide Rapid Response

The Employment Security Department Dislocated
Worker Unit (DWU) is responsible for providing state-
wide rapid response activities in coliaboration with the
twelve locd Workforce Development Gouncils. Upon
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receiving a Worker Adjustment Retraining Notification
(WARNE) , induding mass layoffs and plant dosures, or
other didocation events, immediate contactismadewith
the employer, representatives of the affected workers,
and thelocal community Earlyintervention allowsem-
ployersand workers to communicate about worker con-
cerns, to take advantage of worker transition committee
opportunities, to initiate peer worker projects and to
identify, design, and oversee layoff aversion and incum-
bent worker strategies.

Customization of senvices for the specific popula-
tion beinglaid off enhances the success of rapid response
by helpingworkerstransition quicklyto reemployment.
Rapid response is dso linked with Trade Act programs
to deliver timely benefits and services to trade-affected
workers. Vihen the employer permits and spaceis avail-
able, rapid response events are provided on-site rather
than off-site, or as dose to the workplace as possible.
On-site assistanice promotes the convenience and ease
of acoessfor theworkers. Repid responseresourcespro-
vide the foundation for leveraging resources for a spe-
dificlayoff and offer workerswith the services they need
to return to employment quickly

Threenotablerapid response best practicesin Wash-
ingonindude: (1) partneringwith theWashington Sde
Labor Gouncil ensuring technical assistance from labor
in support of statewide delivery of rapid response ac-
tivities; (2) contractingwith peer workersto ensurethat
workers are aware and take full advantage of the wide
range of reempl oyment services available; and (3) pro-
ducing a monthly publication of the The Red Aag and
Early Warning Report which provides information to
key state agendies about worker disocations.

it should be noted that rapid response to theevents
of Septernber 11, 2001, indluded Washington Sate re-
oeivingaNetiond Emergency Grant (NEG fromtheUS
Department of Labor (USDCL) . The state was awarded
up to $15 million, of which $5 million wasimmediately
released to serve workers dislocated from the drline,
aerospace, and related industries subsequent to the

Workforce Investment Act / Title 1B
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events of September 11. Through the direction of astate-
wide advisory committee, chaired by the Employment
Security Department’s Commissioner, Dr. Stvia Mundy,
six local WDCs provide job search assistance, job
counseling, training, out-of-area job search, relocation
assistance, and supportive services to these laid-off
workers.

Update to the Sate's Srategc Han for
Workforce Development

The Washington State Unified Plan was approved by
the US Department of Labor and its federd partner
agendes in June 2000. The Lhified Aan indudes the
Sate Sraegic Aan for Workforce Devel opment and the
following operating plans: the Wbrkfor ce Investment Act
(WA Title |-B and Wagner-Peyser Sate Aan, the Carl
D. Perkins Wocationd and Applied Technology Educa-
tion Act Sate Rlan, and the Sate Alan for Adult and
Family Literacy.

Sate statutes require the Workforce Training and
Education Coordinaing Board to update the state Sra-
tegic Flan for the Workforce Development every two
years. In the second half of 2001, the Board began
amending and adding strategies in responsa to changes
in the economic dimate. For example, the plan sup-
ports the development of industry skills panels in high
demand economic dusters such ashedth careand these
comprise employers, labor and education stakeholders
inlocd areas. The Board requested that the 2002 plan
place increased emphasi's on improving education and
workforce outcomes for youth and people from target
populations ( people with disabilities, people of color,
and women.)

Fve work groups comprising stakeholders from
industry and education provided input and feedback on
the plan. Work Groups for skills gap, wage progression,
and dislocated worker issues provided input viaemail.
Atarget populationswork group provided input on strat-
egesthat areincorporated into Coal 3 to remove unique
barriersto employment and increase wage progression,
and God 4 to integrate workforce development programs

toimprowe customer service. The Office of the Superin-
tendent of Public Indtruction and the Assod ati on of Wash-
ington Business co-managed the work group for youth
issues that appear throughout the plan. The Board dso
reosived recommendations of aHedth Care Labor Short-
age Work Qroup. The Board's Interagency Committes,
made up of state agendes that are responsible for
carrying out the pian, also gave input at various slages
of the plans formation

In March 2002, the Board approved dissemination
of adraft plan for public comment. Board staff distrib-
uted the draft to thousands of individuals and organiza-
tions through e-mail and conducted public forumsin
Shokane and Seattle. The Board asked readers of the
updated plan to complete a survey instrument ranking
the importance of sirategies listed in the plan.

On May 28, 2002, the Board, on behalf of the Gow
ernor, adopted the updated plan entitied: High S«ills
High Wages — Washington's Srategic Fan for
Workforce Development: Cur Agenda for Action. For
acopyof thisplan please go to: hitp//www.wib.wa.gov.

In coordindion with the U.S Department of Labor,
the Board also modified the state Srategic Fen for
Wbrkforce Development to incorporate revised WA
Title |-B program performance levels for Program Year
2001. This was done in accordance to WA Sc.136
(b)}(3)(A and in consideration for the unanticipated
changes in the state's economy, characteristics of
program participants, and program services.

Higble Training Frovider (ETP Ligt

More than 1,900 training programs are on Wash-
ington Sate's Higible Training Frovider (ETP) list, ap-
proximately 25 percent in private career schools and
75 percent in publicinstitutions, schools, and colleges.
The training programs identified on this statewide list
qualify to receive WA Titie I-B Individua Training Ac-
counts (training vouchers). Al 34 public community
and technica colleges and the majority of public uni-
\ersities are partidpating in the ETP process.

Wbshington state syears of work in developing com-




mon performance indicators across the state and fed-
erd workfor ce programs have madeit possible to reach
agreement on ETP performance criteria and on the
review process to meet performance requirements. To
be included on the state ETP lidt, a training program
must meet performance floors and targets for comple-
tion rate, employment rate, and earnings level. Proce-
dures used to determine these rates are calculaed in
the same manner for al training programs.  This as-
sures consistency and equitability On March 28, 2002,
the state Workforce Board, on behaf of the Governor,
adopted third year Higible Training Provider perfor-
mance levels and procedures that were used to identify
occupationd skills training programsqudifyingfor WA
Title I-B training vouchers in Program Year 2002.
Washington Sate's Higible Training Provider

(ETP) list is on-line a: http://www.wib.wa.gov/efp
and is linked to the national site at: http./
www.caregronestop.org. The web site is designed to
help customers and staff search the list by geographic
regions, by training provider, and by training program.
Also, training providers can apply, using the web site, to
havetraining programs placed on thelist. The ETPweb
site links to  http://www.jobtrainingresultsorg. This
customer oriented site provides training program per-
formance and school information induding student char-
acteridtics, employment, and earnings of past students.

Targeting Workforce Development
Resourcesfor Economic Mtality

in order to target stae resources sirategicaly for
workforce development in 2002, the Employment Secu-
rity Department (ED), the Sate Board for Community
and Technical Qolleges (BCTQ), and the Workforce
Training and Education (oordinating Board (WIECB)
coordinated the dlocation of certain funds for workforce
development. Priority for these funds was given to key
occupations and industries. By targeting key sectors of
the economy, workforce development promotes eco-
nomic vitdity and helps ensure that students and work-
ersfind good jobs a the end of their fraining. The agen-
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cies coordinated four Requests for Proposds (RFFS).
The four RFFswere: the state Wbrkforce Board's Secur-
ing Key Industry Leadership for Learning Sills( LS ;
SBCICs Kills Sandards RFP and a RAP for High De-
mand Frograms; and BYD's Industries of the Future Siils
Training Fund (1FST) RAP Atotd of $4.3 milliondollars
was invested in thisinitiative, with ED funding the |FST
projects.

The four RFFSs reflected four stages of workforce
development. Thefirst stageisto bringtogether thelead-
ersin akeyeconomic sector for the purpose of identify-
ingcritical skill needs and identifying solutions. The sec-
ond stage is to use the partnership to develop industry
skill standards. The third stage is to develop new train-
ing programs that prepare workers to meet the stan-
dards. And the fourth stage is to actudly provide the
training.

The Employment Security Department awarded two
rounds of funding for Industries of the Future ills
Training Fund (IFST) totding $1.8 million in WATitle
I-B Qatewide Adtivities Funds. In addition, the local
projects had matching amounts from the employer com-
munity ranging from a minimum of 50 percent to &s
much as 150 percent. Atotd of 14 projectswere awar ded
in each of the 12 workforce development areas for
incumbent worker training in the technology, hedth-
care, manufacturing, retal and construction industries.

As described abowe, the state Workforce Board
awarded grants to industry led partnerships to form
HLLSpaneds. The grants enabled businessesin keyin-
dustriesto organizein order to better identifytheir skills
needs and design approachesto dose theidentified gaps.
inProgram Year 2001, eight SALLSpanelswereformed
supporting strategic workforce development planning
in the health care, information technology, and
manufacturing industries.

Woérkforce Development Council
Re-Certification

In Winter 2000, Governor Locke certified
Washington State's twelve Workforce Development

Workforce Investment Act / Title 1B
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Coundils. The Workforce Investment Adt requires gow
ernors to cartify loca area Coundls every two years.
During the fall of 2001, the stale Workforce Board
considered and adopted recommendations to the
CGovernor on criteriafor re-certification. Governor Locke
established his re-certification criteria on Bnuary 28,
2002. Applicationsfor Coundil re-certificationwere sub-
mitted by Chief Local Hected Offidias( LEDs) . The ap-
plications identified the community leaders the .EOs
chose to appoint to serve on the Goundil for the period
beginning uly 1, 2002. The mgority of Council appoin-
tees are from business. In May and Line 2002, a stale
Wbrkforce Board cormmittee reviewed the tweive appli-
cations and recornmended certification approwd to the
Covernor. Covernor Locke renewed certificationsfor al!
twelhve Qoundils.

Fall 2001 Workforce Conference

Wishington Sate held its first statewide workforce
leadership conference in V\dlla Willa on October 11-
12, 2001. The Connecting the Dots for Economic Vi-
tality: Workforce Srategies 2001 conference was a
huge success. Dueto spacelimitations, registration was
closed at 285. Conference workshops addressed issues
including emerging economic development strategies,
nationd and stateworkforce polidies, |abor/management
partnerships, apprenticeship, and changestaking place
to help high school students with career preparation.
Fortions of the conference were taped by TWN the state's
public affairs television network and are archived at
http/fwww.tww.org.

A the conference, three partner shipswere honored
with a Covernor's Best Practices Avard: Rerce County
Careers Consortium; WorkSource Willa WAllE's Profi-
ciency Testing Genter; and Grays Harbor Employers As-
sistance Project.

Two programs, WorkSource Walla Walla's Secret
Shopper Program and the Ferce Gounty Health Senvices
Goundil received Promising Practices Award and the
Seattle-King Qounty Qut-of-School Youth Consortium
received a Cood Idea Award.

Dislocated Worker S/mposium 2001

Ppproximately 150 individuds from throughout the
state atended the first annua Didocated Worker Sm-
posium e 20, 2001. The symposium focused on the
new economy and possible implications on workforce
development for disocated workers.

Attendees included representatives from the
WorkSburce system including case managers, worker
retraining coordinators from community and technicd
colleges, supervisors and policy makers from loca
Workforce Development Aress.

Satewide Activities Jimmary
The Employment Security Department has manage-
ment and oversight responsibilityfor WATitle-B Sate-
wide Activities Funds. Among other purposes, thesefunds
support the Governor's continuing interest in:
» Addressing criticd hedlth care shortages
» Desveloping strategies to keep kidsin school and
engage them in learning opportunities that will
enable them to enter careers or continue
education
» Improving access to services for persons with
disabilities
» Linking workforce development to economic
development

Wishingion Sate invested in dll of therequired state-
wideemployment and training activities and severd other
optional activitiesin support of the Governor's gods for
theworkforce devel opment system as described in Vash-
ington Sate's Unified Flan for Workforce Development.
The activities were consistent with VWA Title |-B
Sc.134(a) (2) (B) and Sec.134( 3) ( 3) . Satewide activi-
ties included:
» Supportingand disseminating a sate Bigible
Training Rrovider (ETP) lig (see page 22)

» (onducting ressarch and evaluations
( see pages 29 through 34 in Section 1 of this
report)




» Providing incentive grants to local areas for
exemplary performance
The Employment Security Department alocated
funds to loca Workforce Development Qouncils
based on state Wbrkforce Board policyto reward
loca areas that exceeded 100 percent of the
awerage of the expected levels of performance
for the state and federd coreindicators. There
were four award funds, onefor each of the three
service populaions (youth, adult, and dislocated
workers) and one for customer satisfaction.

» Froviding technical assistance local areas
failing to mest local performance measures
The Employment Security Departrment established
procedures used by loca Workforce Develop-
ment Gouncils to access funds for technical
assistance. The WDGs used these technical assis
tance resources to improwe the quality of
customer services that influence program
performance outcomes.

» Assgingin the establishment and operation
of the one-sop delivery sysem
Aportion of the WATitle |-B statewide activities
funds were distributed equally among the 12
Wbrkforce Development Qouncils for enhance-
ment and expansion of WorkSour ce services.
Most VDG utilized the funds to improwe infra-
structure needs, partnership building, case
meanagement, and data tracking systems, and
facilities improvements to accommodate more
customersand partners, e.g. resourceroomand
telecommunications equipment ( seedescriptions
of WorkSource services on page 19).

» (peratinga statewideinformation technology
system (see description of SN ESdevelopment
on pages 20 and 21)

» FAoviding additional assstanceto local areas
that havehi gh concentrationsof digbleyouth
Funds were used to assist ioca Youth Coungil
staff in assessing the capacity of the workforce
develpment system to address barriers faced by
youth.

annual progress|[EYLIGN Workforce Invesdment A/ Title 1B

» Froviding capacity building and technical
assdance
The state offered training to service delivery staff
on understanding federa and state WA perfor-
mancemeasures. Anationaly known presenter
provided training sessions on strategies for im
provingWATitie |-Bperformance. Trainingses-
sions on one-stop comprehensive financia man-
agement were dso offered throughout the state.

» Qonducting demondrations
(Seedescription of indusiry-led S4LLSpanelson
page 23)

» Implementing innovative incumbent worker
training programs
(Seedescription of Industries of the Future Train-
ing Fund (ISFT) on page 23)

» Implementinginnovativeprogramstoincrease
the number of individualstraining for and
placed in nontraditional employment
Apilot project wasimplemented in Program Year
2001 to provide non-traditional pre-apprentice-
ship fraining to low income individuas and mi-
nority populations. Based on the model and the
contractor's expertise, a desk guide will be de-
veloped and training offered to staff in local
WbrkSource Genter's to assist them with career
counseling for apprenticeship programs.
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This section supplies the required portions of Washington Sate’s Title 1-B Annual Report. The section

indudes:

» Andysis of adjustments made to WA performance measures in response to changes in economic

conditions and participant characterigtics.

» Anarrative section discussing the costs of workforce development activities relative to the effect of

activities on the performance of participants.

» Adescription of Sate evaluations of workforce development activities, induding a net-impact study of
services provided under the Job Training Partnership Act (JTPY).
» CGomments on the common core indicators of performance proposed by the federa office of Management

and Budget.

» Atable section that indludes negotiated performance levels and actua performance on 17 federd and 9

state measures of program performance.

Analysis

WAI-B performence measures focus on the results
for the six percent of WorkSource customers who are
registered for intensive services or training services
funded by Title 1-B. Separate fundingis provided for dis-
adventaged adults, distocated workers, and disadvan-
taged youth. Each populaion has its own set of mea-
sures, covering employment rates, retention in employ-
ment, earnings, and credentia attainment. Participant
sdtisfaction and employer satisfaction are measured by
telephone survey.

Federa and state performance measures hawe pre-
cise definitions. Employment earnings measures are
based on wage records collected by state Unemployment
Insurance (U) systems for use in assessing employer
payroli taxes and determining U benefit eligibility.
Wshington's federd and state measures use Ul wage
records from Washington, Oregon, Alaska, Idaho, and
Montana. Federa and military payroll records are dso
collected. Washington participates in the Wage Record
Interchange Sdlem (VWRIS, which provides Ul wage
records from 23 other stales. age records avdlable
from this system cover 56 percent of civilian noninstitu-
tiona employment in the Lhited Sates.

Some measures require information on enroliment
in further education or training following program exit.
This information is gathered by data matching usingin-

formation supplied by the state's two and four-yeer col-
leges, by private career schools, apprenticeship pro-
grams and by orgenizations seeking ligibilityto become
WAGdigible providers. Sme of the credentid informa-
tion needed for credentia attainment measuresis dso
obtained from these sources.

Definitions of the 17 federal and 9 state WA core
measures of performance can be found at http://
www.wib.wa.gov/wi aperfmeasures.pps. Washington's
core measures of performance are used to report the
results for most workforce development programs, in-
duding secondary and postsecondary vocationa edu-
cation, aduit basic education, private career schools, and
apprenticeship. (Washington Sate has 12 state core
measures, but three sate customer salisfaction measures
were not collected last year. Theywill bemeasured and
included in next year's report) .

Washington's performance targets ( caled “ negoti-
ded performance levels” by WA) are among the high-
est in the country, thanks to the high performance of
Washington’s JIPA program. Performance targets in
WASs first three years were based on performance
baselines derived from JIPA performance in 1997-98.
Economic conditions have changes substantialyin Wash-
ington since that time period. Downturnsin aerospace,
high tech employment, and congtruction increased un-
employment in Washington Sate, and led fo major
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changes in the types of workers seeking services. Wash-
ington Sate had the highest average annua unemploy-
ment rate among the 50 states during 2001; it has the
second highest rate for the first four months of 2002.
Moreover, Washington faced the greatest increase in
unemployment rates between 1998 and 2002 of any state
in the Western Region.

The Workforce Investment Act providesameansto
revise negotiated targets in the face of such circum-
stances. Washington Sate requested and received ad-
justmentsto its negotiated performance targets for PYO1,
based on regression andyses showing the rdationship
between economic and demographic conditions and
performance. Separate regression models were esti-
mated for 13 of the 17 federa performance measures.
Washington Sate proposed downward revisions for 12
of these 13 measures, and the Department of Labor ac-
cepted. Details of the request and regression models
may be found at: http.//www.wtb.wa.gow/WA-
Revisons htm. The negotiated performance levelsdis-
played inthisreport aretherevised targets resulting from
these adjustments. The negotiated performance levels
shown in the Tables “O’ showing local targels are re-
gression adjusted using the same models, but based on
locd unemployment and earnings data not avalable in
mid-2002.

Washington's high ievels of performance under WA
continued in PY 2001. Washington performed a an av
erage of 104%of the 17 federd measures, 132%of nine
stae measures, and 114% of the 26 measures overadl
( after target adjustments) . Vashington exceeded its av-

erage federd targets despite the fact that its negotiated
performance levels were set at 105% of the average tar-
gets for other states, even after regression adjustments.

Cost Hfectiveness

Normdlly, discussion of the impacts of workforce
devel opment activities would be based on a net-impact
analysis designed to measure the costs and longrange
resultsof services. Resultsfor participantswould be com-
pared with estimates of the likely resuitsfor participants
in the absence of the programs. Washington Sate'sre-
cent net-impact studies, (reported below) ussinforma-
tion from JIPA exiters from the 1997-98 and 1999-00
periods, the period just prior to WA implementation.
Estimatesbased on W Aparticipants themselves maynot
beawalable for at least ayear. Until such studiescanbe
completed, we will need to rely on rough estimates of
possible results based on cost and service figures from
the firgt two years of WA

Washington’s 12 Workforce Development areas
spent $51 million onintensive and training services dur-
ing program year 2001 (uly 2000-June 2001) , serving
18,726 partidpants, & an average cost of $2,724 as
shown below:

Many of these participants have not yet finished par-
tidpationin WAservices. Howewer, it ispossibleto show
the potentiad magnitude of WA benefits by examining
results for partidpants exiting WA during the first full
program year 2000 (July 1998-Line 2000).

Servicesto adults and dislocated workers are geared
primarilyto assisting participantsin finding employment

égéugle;tion partYiczi%gIns exp':‘g%(vr es p:r%sitci%earnt
Adults 5,253 $ 16,125,473 $3,070
Disiocated Workers 7,827 $ 17,024,650 $2,175
Youth 1,027 $17.862,119 $3,164
Total 18,726 $ 51,012,242 $2,724
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target py 2000 per cent average projected first year
popul ation wia'exiters empl oyed earnings earnings of py 2001
wia participants
Adults 1,265 83% $ 11,290 $ 59,308,753
Didocated Workers 2,253 86% $21,018 $ 164,509,913
Total 3,518 85% $ 223,818,666

or improvingtheir employment and earnings. Oftenthe
participant’s skills and marketability are improved
through the use of dassroom or on-the-job skillstrain-
ing. Duringprogram year 2000, some 3,518 partidpants
in the adult and dislocated worker populations com-
pleted participation in WA programs. Hghty-five per-
cent of the participants found employment during the
four quarters following their exit.

Assuming this year's WA adults and dislocated
worker participants earn the same average amount in
the year following their program exits, the $ 33.2 mil-
lion spent on this population could be followed by up to
$224 million in partidpant earnings. This assumption
may be too optimistic due to recent economic dedines.
Hstoricaly, though, participants in these populations
have earned roughly seven times the amount spent per
year on program services during the first year following
program completion.

The benefits of services to youth populations are
more complicated to andyze. Amgjor god for youthis
to make sure that young people complete high school
and invest appropriatelyin skillstraining. Frogramsthat
maximize employment opportunities and earnings for
young people may hawe the unintended consequences
of detracting from educationad and long run economic
success unless they are carefully designed.

Sxty-five percent of the 1,694 youth participantsin
WA programs who exited during PY 2000 remained in
school, returned to schoal, or enrolled in postsecondary
vocationd education during the following yeer. Sxty-five
percent of al youth worked during the year following
exit, including 62 percent of the continuing students and

72 percent of those who did not continue their educa-
tions. Some 90% of WA youth either worked or contin-
ued their schooling during the year following exit.

JTPAyouth earned an average of $3,364 duringthe
year followingexdt. Thewages availableto PY 2000 youth
partidpants during the first year after exdt ($19.0 mil-
lion) exceed theannua program costs ($17.9 million).
It is worth remembering that youth work hours are re-
duced by their participaion in further education and
that participation in further vocationd education should
produce long-run benefits.

Last year’s cogt effectiveness anaysis was based on
the results for JIPA exiters from program year 1999.
Bxiters from the WA adult and dislocated worker pro-
grams worked a rates similar to JIPA exiters and re-
ceived higher average earnings. The story is different
for the youth cohort. W Ayouth were less likelyto work
during the year following exit and more likelyto remain
in or return to school than their JTPA counterparts.

Evaluation Adtivities
The state legidlation that established Washington's

Wbrkforce Training and Education Coordinating Board
caled for the implementation of a comprehensive re-
search program. This program continues under WA
and will be used to meesure the results of federa and
stae workforce investment activities. The research ef-
fort contains four dements:

» High Sqlls Hgh Wages Washington’s Srategic
Han for Workforce Development, which incorpo-
rates research results from a variety of sources.

» Workforce Training Results An Evaluation of
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Washington Sate’s Workforce Development
Srdemn, abiennid study of the outcomes of workforce
development programs.

» Workforce Training Supply, Demand and Gaps a
biennia analysis of the supply of and demand for
skilled workers in Washington.

» Anetimpact study, conducted every four years, with
results folded into Workforce Training Results
reports.

Fublications resulting from the most recent round
of research can be found a http//www.wib.wa.govw/
pubs99.html.

Workforce Training Results studies participants
who exited workforce devel opment programs between
July 1999 and .ine 2000.

Workforce Training Resultsgroups programsinto
three groups. Frograms for adults indude Community
and Technical (ollege Jbob Preparaory Training, Private
Career Sthools, Apprenticeship, a state funded Worker
Retraining program & Qommunity and Technicd Ool-
leges, and JIPATitlelil ( Dislocated Workers) . Programs
sening adultswith barrier sto employment indude Adult
Basic Skills Education, JTPATitle H-A( Aduits), and Di-
vision of \bcationa Rehabilitation. Programs serving
youth indude Secondary Career and Technica Educa-
fion and JTPA Title 1I-C(Youth). The report describes
thedemographics of each population, servicesreceived,
competendies gained, participant satisfaction, and the
sdtisfaction of employers who have hired participants.
Employment results are measured using both surveys
and Bmployment Security Department earnings recor ds.

The assodiated net impact study measures long-
range outcomes for program participants who exited
between Lly 1997 and June 1998 and measures short-
range outcomes for participantswho exited between July
1999 and e 2000. Thiswork producesa“find” re-

port on Washington’s JIPA results. This work will pro-
vide agood basdline for long-term measurement of WA
The first biennia reports to cover WA participants are
duein 2004, and will cover participantsexiting between
July 2001 and June 2002.

Employment, earnings, and net impact resultsfrom
Workforoe Training Resultsare excerpted beflow  Read-
ersareinvited to consult the full executive summaryand
full report on our website when publication prepara-
tions are completed in early 2003.

Employment Results

Wk evd ude the labor market outcomes of program
participants by examining their employment and earn-
ings during the third quarter after leaving a program.
VAhen considering these outcomes, please note that those
who left programs during the later part of the 1999-
2000 program year encountered a weakening labor
market duringtheir third quarter after exit. Thefull brunt
of the recession had not yet hit, but unemployment rales
were aready on therise.

W\ used Employment Security Department records
1o examine changes in employment rates between par-
tidpants who left programs during the 1997-98 and
1999-2000 program years.! Employment rates in-
creased substantialy among participants in community
and technica college job training and, especidly, ap-
prenticeships. Employment rates for JTPA adults and
youth dedlined; perhaps the weakening labor market
had amore adverseimpact on these groups (Figure 1).
The employment rate also dedlined for secondary ca-
reer and technical education. However, the totd place-
ment rae for this program, which takes into account
both employment and enroliment in further education,
remained siable at 75 peroent.2

[ Employment rates based on matches are lower than those based on surwey results. Employment Security reconds do not contain information on self-employment.
The estimates also exclude employment in states that are not included in our matching process.
2 Anong the students leaving secondary career and technical education in 1997-98, the toal placement vate uns 74 percent.
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Earnings Results

Research has shown that post-programearningsare
very much affected by the characteristics of the partici-
pants who entered the program. Youth had the lowest
post-program hourlywages and quarterly earnings, and
adults had the highest (Figure 2). Earnings and hourly
wages were particularly high for individuds who pa-

annual progress [EEIIE

ticipated in apprenticeship. [n addition to the quality of
the program, thisfinding reflects the length of the train-
ing and the labor market in their occupations and
industries.

Inal programs, hourly wageswere higher, even af-
ter controlling for inflaion, than were found two years
ago. Thelargest wageincreases were among participants

Figure 1 —percentage of participants with empl oyment reported to
empl oyment security 6 to 9 months after leaving their program
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Figure 2 —median hourly wages and annualized earnings
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6to 9 months after leaving the program

nourl‘g/ wages ANNUAlIZeq PerCenlage CRange Trom 19071008
of 1999-2000 earnngos of
participants 19899-7000

participants hourly wages earnings

“PROGRAMS FURADUTTS

Community & Technical Oollege

{CIG) Jbb Preparatory Training $13.17 $24,227 16% 20%

Frivate Career Schools $11.24 $19,353 20% 18%

Apprenticeship $19.24 $32,420 10% 15%

JTPA Didocated Workers $12.88 $24,075 1% 1%

CTCWbrker Retraining $12.86 $23,531 10% 8%
“PROGRAMS FOR ADULTS WITH BARRTIERS

Adult Basic Sills $9.25 $15,317 4% -3%

JTPA Adult $9.72 $15,523 5% 1%s

DVR\bcationa Rehabilitation $9.17 $13,013 6% 4%
“PROGRAMS TORYOUTH

Secondary Career & Technicd Bd $8.28 $10,258 6% 3%

JIPA Youth $7.65 $7,3641 12% 9%

A figuresarereported in 2007 quarter 1 dolfars i.e, controlling for inflation.
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in programs serving adults. Wage growth was more
modest for the programs serving those with barriers to
employment and for secondary career and technical
education. Still, red wages among the participants in
these programswere4 to 6 percent higher than reported
WO years ago.

Net Impact and Cost-Benefit Braluation

In addition to prowviding the outcomes of the pro-
grams, the report dso indudes the findings of net im-
pact and cost-benefit evaluations. These evaluations al-
tempt to estimate what happensto program participants
as compared to what would have happened if they had
not participated in a workforce development program.
The objectiveisto determine the differencethat the pro-
gram made for the participant. The Wbrkforce Board
contracted with the WE Upjohn Institute for Employ-

ment Research® to conduct the netimpact and cost-ben-
¢fit eval uations. Upjohn performed these evaluationsfor
nine of the ten programs.+

Individuas who participated in these workforce
devel opment programs were compared to simitar indi-
viduaswho didn't. The comparison groups were selected
from registrants with the state’s Employment Sanvices
An empiricd approach, called stdlistical matching, was
used to find the Employment Senviceregistrant who most
dosely matched each program participant in terms of a
long list of characteristics® (Fease see the technical
appendix to the full report for amore detailed method-
ological discussion.)

For the cost-benefit analyses, Upjohn calculded the
walue of the net impadts on participant earnings, em-
ployee benefits, sodial welfare benefits, unemployment
insurance benefits, and taxes.” Benefits and costs were

Figure 3 ~longer-termempl oyment and earnings net impacts

empl cyment quarterly earnings lifetime earnings**
{among those working)

Community & Technical Qollege

(CIQ Job Preparatory Training 7.0% $1,185 $96,263
Ppprenticeship 5.3% $1,908 $162,443
JTPATN Disdocated Workers 7.3% $466 $75,293
CTCWobrker Retraining 6.3% $423 $66,268
JIPAIL-AAdults 7.4% $543 $61,565
Adult Basic Kills 1.6% * $5,263°
Secondary Career & Technical Bd 5.7% $451 $59,363
JIPANI-CYouth 53% * $28,853

Longer-term refers toimpacts observed 8to 11 quartersafter leavingthe program.

* Not statigtically Sgnificant at the 0.10 jevel.

** Thisistheincreasein earnings (above that of the comparison group) projected to age 65 and discounted at 3 percent. Indudes
effects from increased employment and increased earni ngs amang those empioyed.
Longer-term impacts were not estimated for private career school programs because of data constraints

* Dx. Kevin Fhllenbeck beaded the twam.

* Net impacts were not estimated for the Division of Vcational Rebabilization Program, because no viable comparison group was awilable for DIR clients.
s Adifferent source of data was used for the comparison group for secondary career and technical education. The Qfice of the Superintendent of Public Instruction collects data

on bigh school seniors, This Gaduate Follow Up Suudy was used 1 identify both students completing bnical education as well as ble studenss uho had not
completed vocational education.
% These include demographics (e.g., race, ethnicity, gender, disability status, prior education, age, region of the state), preprog ings and empl history, Ul benefit

receipt bistory, and preprogram recespt of public assisnce.
7 Upjobn estimated the impact of the net change in earnings on social security, Medicare, federal income, and state sales taxes.
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Figure 4 —Participant benefits, public costs and increases in tax receipts to age 65

pgglt_‘iecfiﬂasr'\t pubiic costs** inrcerceeais?g'tjx

Community & Technicd Goliege

(CTC) Job Preparaory Training $114,141 $6,916 $24,210
JIPAH Didocated Workers $78,177 $2,575 $18,936
CTCWobrker Refraining $65,025 $4,692 $16,666
JPAT-AAdults $73,518 $3,384 $15,484
Adult Basic Slls $6,038 $983 $1,324
Secondary Career & Technica Bd $71,236 $870 $14,930
JPAH-CYouth $34,281 $2,325 $7.257

* Fresent value of the additional lifeti me earnings and employee benefits less foregone earnings during program participation.

** Rate and federal program codts per participant.

*** Fresent value of additional social security, Medicare, federal income and state sales taxes generated by increased participant

earningsto age 65.

Cost-benefit compari sons were not made for apprenticeship and private career school programs dueto data congtraints.

egtimated for both the observed post-program period
and out to the age of 65.8

Upjohn found that during the third year after pro-
gram participation, the payoffs to education and train-
ing are strong and pervasive (Fgure 3). The employ-
ment impacts for dl programs are positive. Saen of the
nine programs increased the average earnings of par-
tidpants. JTPATitle 11-Cfor disadventaged youth and adult
basiceducaion, however, have earningimpacisthat are
essentidly zero. Whileno effect wasfound for thesetwo
programs on the average earnings among those work-
ing, total earnings among participants of these two pro-
gramsincreased because morewereworking. Al other
programs show sizeable earnings impacts among those
working that, in percentage terms, are on the order of
20 percent. The combined effects on average earnings
and employment rates are assodated with sizable im-
pacts on totd lifetime earnings.

Figure 4 compares lifetime particdipant benefits to
public costs. For example, during the course of work-

ing life to age 65, the average community and technica
collegejob preparatory student will gain about $95,000
in net earnings ( earnings minus foregone earningswhile
in training) and over $19,000 in employee benefits.
These arenet gains compared to the earnings of similar
individuals who did not receive training (discounted a
3 percent and expressed in 2001 dollars) . Theratio of
participant benefits to program costs, not considering
impacts on socid welfare benefits or taxes, is $114,141
0 $6,916, or over 1610 1. Lifetime participant benefits
far exceed public costs for each of the programs pre-
sented in Figure 4. Qost-benefit comparisons were not
calculated for apprenticeship and private career school
programs because of data constraints. However, the par-
ticipant benefits from these programs, discussed in the
full report, were achieved with little taxpayer expense.
Tax revenues are al'so affected by the changein par-
ticipant earnings (Figure 4). For example, during the
entire post-training period to age 65, the public gains
an estimated $18,936 in tax revenues for each JTAATitle

¥ In order to compare benefis and costs in terms of net present walues, post-program benefits and costs ave discounsed by 3 percent per year and all figures

are suawd in 2001 dollars.

? bacreases in employment more than offer the small negative eanings impacts among the emplayed.
© Increases in employment move than offset the small negative earnings impacts amang the emplayed,

Workforce investment At / Titie 1B
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1 participant. Estimated increasesintax receiptsaone
ouitweigh public costs for each program. Moreower, sev
erd of the programs were found to reduce reliance on
socid welfare ( TANF, food stamps, and medicad benefits) .
The JIPAprograms for disadvantaged adults and youth,
in particular, were estimated to substantialy reduce so-
cial welfare receipts during participant lifetimes.

The positive returns on investment seen for
workforcetraining programs, induding JIPAprograms,
suggest that W Asinvestmentsinworkforce training and
deved opment may be productive ones.

Comments on Rroposed
Federal Core Indicators

As illustrated above, Washington has considerable
interest in and experience with the cd culation of com-
mon core indicators of performance across different
workforoe development programs. It is quite useful to
use the same metricsto measure performance even when
the programs described vary greatly in the types of ser-
vice provided and in the demographics of those served.
Washington has advocated the use of common core
measures. The nine state measures shown in the data
tablesin this report are V\ashington's common core in-
dicators of performance.

The Federa Office of Menagement and Budget has
proposed a set of common measures for job training.
These measures cover entered employment, retention,
earningsincrease, and effidency for adult programsand
placement in employment and education, atainment of
adegree or certificde, literacyand numeracy gains, and
effidiency for youth. Details on how these common mea-
sures will be caculated are not completely dear, d-
though some of them appear similar to current WAmMea-
sures.

The Adminisiration’s proposal contains positive
features:

» A smdler and, therefore, more manageable,

number of measures.

» Thediminaion of credentia and god aftainment

measures that seem impossible to standardize
across the nation.
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» Areliance on administrative records to measure
employment, a feature that will help with stan-
dardization (athough an exception probably
should be made for participants whose god is
seif-employment, in order to avoid creating a
disincentive for programs to offer assistance to
would-be entrepreneurs) .

» The dlimination of separ ate measures for younger
and older youth that created problems associated
with very small numbers of participants.

» Himination of nonfraditional meesuresthat are
process rather than outcome measures.

The proposed measures, however, do hawe severe
weaknesses.

The measures are too complex: For example,
the individuals counted in the measures vary from one
measure to another. 1t is unclear why the Administra-
tion did not propose simple measures such as: the per-
centage of former participants that are employed dur-
ing (x) period after exdit, and the median earnings of
former participants that are employed during the (x)
period after exdt. Such measureswould be much easier
to explain to policy makers and others. Beside ease of
explanation, measures that include the full population
of former participants would eiminate the incentive for
much of the gaming that now goes on in trying to deter-
mine how to maximize measured performance results.
Too much effort is spent trying to maximize numbers by
adjusting things that affect the numbers (such as the
timing of registration and exit and employment status a
registration) that have no red effect on participant
results.

The employment and earnings measures
are inappropriate for postsecondary education
programs: The proposed employment and earnings
measures are designed for programs that enroll unem-
ployed individuds, quickly prepare them for employ-
ment, place them in employment, and then attempt to
improve earnings. Education programsarenot likethat.
Approximately 70 percent of community and technica




college vocationa-technica education studentsareem-
ployed & the time of enrdliment. The proposed mea-
sure on entered employment includes only partidpants
who are not employed when starting aprogram. itwould
thus apply to only 30 percent of the postsecondary stu-
dents. Many postsecondary programsrequirelicensure
prior to employment in their field, and licensure exams
are often available only months after program comple-
tion. As a consequence, many postsecondary students
inthebest and most important programs, such ashedth
care, would not be included in the count for the pro-
posed employment retention measure, and their earn-
ings in related employment would not be included in
the first of the two proposed earnings increase mea-
sures. Also, because such studentswould not have earn-
ings from employment related to their training until
months after exit, their earningsresulting from training
would not be captured, at least not fully in the first of
the two proposed earnings increase measures.

The poor fit with postsecondary educationis of par-
ticular concern because the states’ community and tech-
nica colleges are the singie bigoest part of the nation’s
workforce deveiopment system. Another concernisthat
Washington Sate and others have implemented Internet-
based consumer report systems that enable the public
to see the employment and earnings outcomes for dl
students of particular postsecondarytraining programs.
( The consumer report system is astate effort that began
prior to the enactment of WA, see http.//
www.wtb.wa.gov/jir.) The measures should work as
well aspossiblefor the vast array of offerings at the states’
community and technical colleges and private career
schools. If states must use different measures for their
consumer report systems than they use for the federal
common measures it will add complexity and confusion
to the dtates’ performance accountability systems for
workforce development and increase the frustration and
cost for educators and training customers.
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The earnings increase measure bas too
much variability, too much missing data, too
short of a time borizon, and can be mislead-
ing: The mgor factor that affects a measure of pre-
post earnings change is the level of pre-earnings. For
WAadult serviceswe have found that our initial negoti-
aled targets were consider ably off the mark becausethe
program actually enrolled individuas with significantly
higher pre-earningsthan had ooccurred under JTPA For
didocated worker programs, thereisa spedia problem
inthat the pre-earnings of participants vary greatlyfrom
one year to another depending on the industries and
occupations experiencing dislocations that year. For
particular training programs a individua institutions,
thereis again agreat dedl of variability from one year to
another in the pre-earnings of program participants.

Another weakness with measures of pre-post earn-
ings change is that for many participants there are no
records in wage files for earnings during the pre-pe-
riod. One cannot tell whether these participants had no
earningsduringthe pre-period or whether theyhad earn-
ings that are not recorded in the wage files becauss the
earningswerein employment ( such as self-employment)
not covered by the state’s reporting system. Fromatech-
nical research perspective, an absence of data should
be treated as missing data and not counted as zeros or
anything else. But doing that disadventages programs
that enroll substantial numbers of participants with no
earnings during the pre-period. This is a difficult di-
lemmato resolve. Technically, the worst wayto resohe
isto treat missing data as zerosin the pre-period but as
missing data in the post period; such a method obu-
ously inflates the results above what they actually are.
One way of resohing the dilemma is to simply look a
post-program earnings levels.

The second of the proposed earningsincrease mea-
swresatemptsto look a the earningsincrease from post-
quarter one to post-quarter three. The main thing the
measure will capture is the exent to which individuals
employed in post-Q3 were employed during only part of
post-Q1. In other words, programs will look good to

Workforce Investment Act / Title 1B
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the extent that their former participants first obtained
employment during the later, rather than the early part
of Q1. If oneisrealyinterested in whether or not indi-
viduals have employment that is generating increased
earnings over time, post-quarter two should be the ear-
liest starfing point, and the time horizon should extend
out at least a year from there.

Athird weakness in the proposed measure is that
earnings change measures can paint a misieading pic-
tureof aprogram’srel dive effectiveness. Programswill
look better the extent to which they serve previously
unemployed or very low-income individuds. This can
have perverse consequences. Secondary vocationd-
technical education may appear to be better than
postsecondary vocationa-technica education. A col-
lege program for certified nursing assistants may ap-
pear better than acoliege program for registered nurses
if theformer enrollsalot of unemployed individuasand
the latter enrolis a lot of didocated workers. Earnings
change measures, therefore, are espedialywesk ascon-
sumer report measures.

Findly, current descriptions of the earnings mea-
suredo not make dear whether earningsgain measires
apply only to participants who get jobs or to all partid-
pants. Restricting the messure to participants who get
jobs asks: “How good were the jobs that participants
got? Measuring earnings gain for al participants asks
adifferent question: “How much moneydid theyearnin
thisperiod compared to that one? This approach mixes
up theimpacts of finding any job a al with the impacts
of finding jobs with good hours and wagerdes. Early
attempts by Workforce Board staff to estimate the pro-
posad earnings gain measures without restricting the
meesure to participants who had obtained jobs produced
nonsensica resultsthat would be oflittle usein describ-
ing program operaions to the public or in measuring
program performance.

Efficiency measure does not measure effi-
ciency: Pneffidencymessureisameasure of aninput
per outcome (or at least output). The proposed mea-
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sure only measures the amount of one input (money)
per another input ( number of participants). Itisacost
measure similar to the cost-effectiveness measure dis-
cussed earlier in this report. Presumably less is better.
The same measure could be labded “investment” and
then presumably morewould be better. Washington Sate
measures net outcomes per program cost. Thet is a
true efficency measure. Research shows that on the
awerage the greder the investment per participant, par-
ticularly by imvesting in occupationd skills training, the
better the outcomein terms of participant earnings. The
proposed measure, therefore, has the perverse effect of
incentivizing negative program behavior and not adding
to the nation’s human capita.

Educational attainment should be
measured: In order for the common measures for
adults to makes sense for aworkfor ce development sys-
tem that includes education programs, there must be
some measure of educdiona atainment. While the
current measure of credentias used by the Department
of Labor has not been successful, this does not mean
there should be no measure of educationa attanment.
Ferhaps the solution lies in measuring forma degrees
and cerfificates only 1t would be ironic if the nation’s
common measures for workforce development for adults
did not include some measure of increased skills.

Measures Uhique to Youth and Lifdong
Learning Frograms

Thbe placement in employment or education
measure makes no sense for secondary voca-
tional-technical education: Inorder for themea-
sure to apply to secondary vocationa-technical educa-
tion, it deerly needs to indude individuds who are a-
ready enrolled in education when starting the program.
As the measure is now written, the numerator and de-
nominator would both be zero for secondary vocational-
technical education.

The language does not indude return to secondary
school as a positive outcome. Returning dropouts to




secondary school is avery positive outcome that should
be counted.

The first quarter after exit is too soon to measure
placement for two reasons. One, it is not unusua for
high school graduatesto take off the quarter after gradu-
dion before entering employment or postsecondary edu-
caion. And two, since too many students enroll in a
singe quarter or semester of postsecondary education
and then drop out, aquarter fater than post-quarter one
would be a better measure of effective postsecondary
placement.

Literacy and numeracy gains: The language
isambiguous, but mayimply that a common assessment
instrument would be mandated. While this is a method
for consistency acrossthe nalion, we anticipate that there
will beagredt ded of resistance to mandating universal
use of a standar dize assessment instrument.

Earnings should be measured: Thisisanin+
portant omission. Many young people leave youth pro-
grams for immediate empioyment without atending
postsecondary education. Approximately one-third of
secondary vocational-technical education students fai
inthiscategory. Netiorwide the number of young people
who enter employment without postsecondary educa-
tion or trainingisa huge number, an important segment
of thelabor market, and a segment that needsimproved
earnings. Improving the earnings of young people who
choose to work without attending postsecondary edu-
cation should be an important god of workforce devel-
opment programs and should be measured. Washing-
ton Sate's core indicators for youth indude the earn-
ings levdl of former program participants that are not
enrolled in education or training.

National regression models should be used:
In order to avoid creating disincentives for serving hard
to serve populations, the results on the performance
measures should be adjusted by nationd regression
models that take participant demographics and local
economic conditionsinto account. Washington Satehas
been able fo revise its targets based using state-gener-
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ated models. Most states have faced economic down-
turns, but have not been afforded the opportunity to
adjust their WAtargets.

Wage Record Interchange System (WRIS)
should become awvailable to all workforce de-
velopment programs: The reliance solely on wage
records for measuring employment and earnings will
not work uniess VARl Sbecomes avail able for measuring
the performance of dl programs.

Tables

The following data tables make up the third required
portion of Washington Sake's Title 1-B Annua Report.
Afew notesmayhelp with their interpretation. Onemight
expect an annud report to cover resuitsfor ayear’sworth
of participants. Federd deadlines and the need for
prompt reporting mean that the yeariong periods used
for some measures are not the same yeariong periods
used in others. In addition, some wage-based measures
cannot be supplied for a full year of participants be-
cause complete wage records are not yet available.

Federa entered employment rates and employment
and credentid rates arebased on onequarter of follow-
up for a full year of participants who exited between
October 2000 and September 2001. Federd employ-
ment retention rates and earnings change measures are
based on three quarters of follow-up for participants
who exited between October 2000 and June 2001. The
12-month retertion rates and 12-month earningschange
measures on Table L are for participants who exited
between Cctober 1999 and September 2000. Most of
these partidipants exited prior to Jily 2000 under JTPA

Federd red-time measures: customer satisfaction
measures( Table A ; younger youth skill atainment rales
and diploma attanment rates ( portions of Tables Jand
K, and participation levels (Table M) arebased on a
year running from July 2001 through June 2002,

The numerators and denominators shown to the
right of each performance measure show the number of
participantsor dollarsimolved in the cdculation of each

Workforce investment Act / Title IB
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measure. The Department of Labor usesthese numbers
o aggregete stderesultsinto statistics for performance
nationwide. Thesenumbersaresmdler than someread-
ers may expect. By definition, Title I-B performance
measures gpply only fo a small fraction of WorkSource
participants whose senvices are funded by Title |-B and
who are registered for staff-assisted core, intensive, or
training services.

Denominators shown for a given population aso
change from measure to measure. Some of this occurs
because of the different time periods cowered by the
measures. However, most measures dso exdude a least
some participantsbydesign. Using adult programmea-
sures as an exarnple, federa entered employment rates
do not incdude participants who were employed a
regstration. Federd retention and earnings gain mea-
sures do not indude participants unless they were em-
ployed during the quarter after exit. Federd employ-
ment and credential rates do not indude partidpants
unless they received training services.

Washington Sate has 12 additiona measures of
performeance, nine of which weremeasured for thispro-
gram year. Satewide performance on these measuresis
shown in a set of tables located between Tables M and
N Two of the measures, employment rates and median
annualized earnings are based on results in the third
quarter after exit. Results are measured for WA par-
ticipants who exited between QOctober 2000 and June
2001. Qredentid rates are al'so measured for this popu-
ldtion. Sate credentid measures are based on the per-
cent of particdpantswho receive credentiaiswithin three
quarters after exit regardiess of whether they received
training. Thisrewardsprogram operatorswho increase
the supply of training services in their areas. Federa
measures for adults and didocated workers are caou-
lated only for those who receive training, and can re-
main at high levels regardiess of the percentage of
participants trained.

Table O, attached to this report, supplies perfor-
mance information for each of Washinglon's 12 loca
workforceinvestment areas. A13* tableis supplied to
describe results for participants in didocated worker
services funded by Washington's statewide funds who
did not receive senices funded by any of the locd pro-
grams. Participants who were co-enrolled inloca pro-
grams are shown in the appropriate workforce invest-
ment area.

Beginning this year, the Department of Labor will
collect tabular data through a web-based application.
This alows the Department to compile and displayre-
sults promptly Washington Sate has submitted its re-
sults electronicaly in cooperation with this effort. Un-
fortunately, the Department of Labor system does not
have the capacity to show statewide results on additiona
measures of performance. Table O has space to report
only two additional measures of performance per loca
area \ewill summarize locd area results on theweb-
based reporting application. Hease refer to the printed
wersion of the tables atached to this report for the full
picture.

Apandl a the bottom of each page of Table Osum-
marizes the status of performance in the locd area
Federd intent was that states place an Xin the panel to
indicate whether the locd area did not meet, met, or
exceeded local performance standards. V\ashington has
taken the liberty, instead, of counting the number of
measures in these categories. Sandards that are “not
met” are those where performanceis below 80 percent
of the negotiated performanceievel. Sandardsthat are
“exceeded” are those where performanceis abowe 100
percent of the negotiated performancelevd. Sandards
that are“met” arethosewhere performancerangesfrom
80to 100 percent of thelevels. Asindicated earlier, the
loca area targets in Table O are regression-adjusted
versions of targets negotiated in 1999. The regression
adjugtments raised or lowered the negotiated targets,




based on the predicted impact of changes in economic
and demographic charadteristics in each loca area
Performance “exceeded” 208 (65 percent) of the

annual progressjicldaa

The number of participants on which some measures
are based can be small in locd aress, particularly for
federa youth measures. Hghteen of the 28 results that

Workforce Investment Act / Title 1B

318 loca area targets shown in Table O. Another 82
local area targets were “met”. Only 28 (9 percent) of
the local area targets were not met. Caution should be
used in interpreting the number of standards not met.

werenot met inwolved federal youth measures: 14 older
youth targets and 4 younger youth targets. Only 5 of the
local area targets that were “not met” were based on
results for more than 50 participants.

Table A ~Workforce Invest ment Act Customer Satisfaction Results

Customer Negotiated A

| 3 ctual # of # of # of response
Satisfaction Performance Performance compieted customers customers Rate
Level Level sufrveys eligible for includedin
A thé survey thesample
American Customer
Satisfaction Index
Participants 75.0 75.9 1615 6,656 2,683 60.2%
Employers 63.0 68.1 3,043 12,585 3,828 79.5%
Table B -~ Adult ProgramResults At-A-Gl ance
Negotiated Actual Numer ator
Performance Level Performance Level Denominator
Entered Employment Rate 73.0% 74.8% 884
1182
Employment Retention Rete 83.0% 79.4% 565
R & V-
Earnings Change in Sx Months $3,440 $3,752 $2,656,180
TTTORTTTTT
Employment And (redential Rate 68.0% 66.0% 575
- S
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Table C - Outcomes for Adult Speciai Popul ations

Reported Pubiic Assistance Veterans lna'lyldu_al,s.wuh Ol der
Infor mation Recipient s Receiving Disabilities Individual s
ntensive or Tgamung
Entered 163 92 146 60
Employment Rate 68.5% 238 73.6% 125 71.6% 204 66.7% £y
Employment 91 51 90 30
Retention Rate 75.2% 127 82.3% (74 76.3% T18 78.9% 38
Earnings Change $4,659 $563,791 $3,746 $221,032 | $3,518 $411,650 |$2.894 $109,967
in Sx Months T 59 T
Employment 63.4% 83 63.2% 55 63.1% 83 52.6% 30
And Credential Rate 14 141 57
Tramer-aty TTOTeT ST TromeTatoT TUmeTEtoT

T
dencominator

denominator

denominator

Table D - Other outcome information for the adult program

g
denominator

Reported
information

individual s who received
training services

individual s who received
. only core and
intensive services

numer at or numer at or

denominator denominator
Entered Employment Rate 76.7% 531 72.0% 353
Employment Retention Rate 81.9% 375 74.8% 190

AR - S—
Earnings Change in Sx Months $4,405 $2,004,161 $2,577 $652,019
Employment And Qredentid Rate|  66.0% 557 NA 0

;" T
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Tabl e E —~ Disl ocated worker programresults at-a-glance

Per f%?gnoatrlnggel?evel Perf crAn?at\#gle Level DNe‘rjxg\ren‘;:;toér
Entered Employment Rete 76.0% 81.8% 2,133
Employment Retention Rate 91.0% 90.6% 1,199
1,324
Earnings Replacement in Sx Months 86.0% 88.2% $16,473,220
Employment and Qredentid Rate 69.0% 71.8% 1,382
1922
Table F ~Outcomes for disiocated worker special popul ations
Reported Veterans individual s with Ol der displ aced
information disabil ities {ndividual s Homemakers
numer at or numer at or numerator numer ator
denominator denominator denominator denominator
Entered 416 121 191 15
Employment Rate 81.1% 513 82.9% 146 70.7% 270 71.4% 21
Employment 216 63 108 10
Retention Rate 87.8% 245 82.9% 76 90.1% 121 100.0% 10
Earnings 84.6% $3,325,698 69.7% $686,446 71.2% $1,351.912 [129.0% $109,164
Credentia Rate 68.0% 257 70.0% 63 61.3% 1 78.9% 15
378 90 181 9

Table G~ Other outcome information for the dislocated worker program

Reported individual s who received individual s who received
information training services . onlg‘cure and
intensive services
numer at or numerator
denominator denominator
Entered Employment Rate 80.6% 1,549 85.1% 584
1922 685
Employment Retention Rate 91.0% 907 89.3% 292
-7 A 7 S
Earnings Replacement Rate 88.3% $12,293,439 87.8% $4,179,781
$13918,544 $4,759,085
Credentid Rate 71.9% 1,382 NA Q
v [¢]
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Table H -~ Ol der youth results at-a-glance

Negotiated Actual Numerator
Performance Level Performance Level Denominator
Entered Employment Rate 70.0% 69.2% 162
IS
Employment Retention Rete 74.0% 76.6% 108
TR
Earnings Change in Sx Months $2,682 $2,850 $398,933
T
CQredential Rate 47.0% 44.6% 123
/(- S

Table | —Outcomes for older youth special popul ations

Reported Public Assistance Veterans Individuatl s with out-of -school
information recipients disabiiities Youth

numer ator numer ator numer at or numer ator

denominator denominator denominator denominator
Entered 30 1 26 119
Employment Rate 62.5% a8 100.0% t 70.3% 37 67.2% 177
Employment 22 1 19 77
Retention Rate 75.9% 29 100.0% T 82.6% 23 74.8% 103
Earnings Change $2,795  $81,056 $2,366 $2,366 $2718 362,513 $2,289  $235,807
in Sx Months t 23 103
Credentia Rate 37.0% 20 0.0% 0 27.9% 12 43.1% 88

B e e

Table J - Younger youth resuits at-a-glance

Negotiated Actual Numer ator
Performance Level Performance Level Denominator

ill Atainment Rate 60.0% 70.6% 2,948
473
Diploma or Equivdent 51.0% 64.9% 433

Aitainment Rete T
Retention Rate 60.0% 57.8% 234

—




annual progress EENIIRE Workforce Investrment Act / Title 1B

Table K~OQutcomes for younger youth special popul ations

Rreported Bublic Assistance Individuals with out-of-school
formation recipients disabilities Youth
Sill Attainent Rete 69.9% 673 68.3% 415 58.4% 616
863 808 B
Diploma or Equivdient 59.3% 83 75.6% 68 52.7% 177
Aftainment Rate G 80—
Retention Rate 54.1% 46 60.0% 42 57.1% 116
Table L. -~ Other reported information
12 month 12 month Tl aCements 107 es at entry entry into
empl oyment earnings change participants in %o empl oy- unsubsidized
retention (adults & ol der nontraditional t for those empl oyment
rate youth) or 12 empl oyment w hoentered relatedto
month earnings unsubsidized the trainin
repl acemen empl oyment received o
(disi ocated those who
workers) compl eted
training
services
Adults 77.7% 1,389 $3,827 $6,811,396 9.2% 81 $4,225 $3735106 | 77.8% 411
1,787 1,780 882 884 528
Didocated 87.7% 2,110 93.1% $27,828,554 7.9% 166 $6,876 $14,515419 | 754% 955
WAbrkers 2,406 $29897.762° 2,109 211 1,267
Clder 746% 256 $3,032  $1,030,711 10.6% 17 $2,637 $427,274
Youth 343 340 161 62

Table m—participation | evels

total participants served total exiters

Adults 5,263 2,263
Dislocated Workers 7,827 2,732
Cder Youth 1,027 393
Yolinger Youth 4619 1847

section three - 43



44 - wia titie 1-B resuits

annual [EIIN:-RERr eport Workforoe Investment Act / Title 1B

Washington state additional measures of performance

Adult Frogram
Perf%??n%tr:gleefevel Perfonﬁnﬁatggé Level D’\égrgﬁ\?r?étoér
Employment Rate 69.4% 66.1% 620
gy
Median Annualized Earnings $16,296 $15,142 570*
Credentid Rete 31.5% 62.6% 587
—gyg—
Participant Satisfaction 89.0% NAer
Didocated Worker Frogram
NeGoT ateq LYITEL NUMer 2107
Performance Level Performance Level Denominator
Employment Rate 76.0% 78.3% 1,267
1619
Median Annudized Earnings $24,461 $24,119 1,178*
Credentid Rete 31.2% 71.8% 1,163
819
Participant Satisfaction 87.0% NA
Youth Frogram
Negotiated Actual Numerator
Performance Level Performance Level Dencominator
Employment Rate or Further Education 60.4% 79.8% 933
1,769
Median Annudized Earnings $7,503 $6,667 470*
Credentid Rete 35.0% 51.4% 416
BT
Participant Sdtisfaction 94.0% N~

* Number of working participants on which median earnings figures are based.

** Sate participant satisfaction questionswere not asked in PY01.
*** Definition revised to treaf youth who remained in secondary education at exit as having “further education”,
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Table N -~ Cost of programactivities

Pngf‘aﬁ total rederal
activity spending
Local Adults $16,125473
Locd Didocated Workers $ 17,024,650
Locd Youth $ 17,862,119
Rapid Response $4,989,884
(up to 25%)

WASC. 134 (a) (2) (A

Satewide Required Activities $8,632,778
(up to 15%)

WAS.134 (a) (2) (B)

total of all federal spending listed above $ 64,634,904"

* Refer fo page 24, Section Two of this report for an overview of the statewide mandatory and optional activities.
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Table O~lLocal Performance (Indiudes One Chart for Each Loca Areain the Sate)
Local Area Name Total Participants Served
Sout hwest = Adults 440
ETA Assigned #53005™ Didocated Workers 726
Cder Youth 51
Younger Youth 317

Total Exiters

Adults i1

Disocated Workers 125

Cder Youth 13

Younger Youth 34

Perf%?%\%tr:%teel?evel Perfor rﬁacrt\gg'l.evel

Customer Satisfaction Program Participants 75.0 79.2

Employers 64.0 67.6
Entered Employment Rate Adults 68.0% 75.0%

Didocated Workers T47% 79.7%

Qder Youth 70.1% 53.3%
Retention Rate Adults 81.2% 81.3%

Dislocated Workers 89.5% 89.7%

Clder Youth 70.6% 80.0%

Younger Youth 54.4% 40.7%
Earnings Change/ Earnings Adults $3,588 $4,248
Replacement in Sx Months Did ocated Workers 74.9% 86.8%

Cider Youth $3.416 $2,860
Credential/Diploma Rate Adults 67.7% 71.4%

Didocated Workers 61.6% 69.2%

Qder Youth 41.7% 12.5%

Younger Youth 53.0% 50.0%
&ill Atainment Rate Younger Youth 57.0% 51.9%

Other State Indicators of Performance

Customer Satisfaction Adults 89.0% NA
Didocated Workers 87.0% NA
Youth 94.0% NA
Employment in C3 Adults 66.4% 63.6%
Disd ocated Workers 75.3% 78.7%
Youth 54.9% 62.0%
Median Annudized Earnings Adults $15,397 $18,380
Dislocated Workers $26,008 $28,441
Youth $7,107 $6,852
Credentia Rate Adults 25.1% 63.6%
Didocated Workers 32.3% 76.6%
Youth 47.0% 42.2%
OErar s of NGt Vet =3 Met-6 Exceeded - 17
Local Performance

* Qateparticipant sati sfaction questions were not askedin PO1.
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Table O~Local Performance

TTAr ATTENEmE TETET PRI IICIPaN S SeTved
¢ ¢ 000000 Adults 281
Ol ympic ;
i co0oc0 Dislocated Workers 240
ETA Assigned #53010 Qder Youtt a2
Younger Youth 180

Total Exiters

Adults 138
Didocated Workers 113
Clder Youth 48
Younger Youth 76
Negotrated AcCtuzal
Performance Level Performance Level
Customer Satisfaction Frogram Participants 75.0 825
Employers 63.0 69.5
Entered Employment Rate Adults 68.9% 74.7%
Didlocated Workers 72.1% 76.2%
Qder Youth 76.4% 60.0%
Retention Rate Adults 76.3% 83.1%
Didocated Workers 88.8% 86.1%
Clder Youth 74.0% 66.7%
Younger Youth 64.9% 70.0%
Earnings Change/Earnings Adults $2,363 $3,218
Replacement in Sx Months Didocated Workers 82.0% 80.4%
Clder Youth $3,073 $3,226
Credentid/Diploma Rate Adults 67.4% 75.4%
Didocated Workers 70.1% 72.5%
Clder youth 42.9% 28.3%
Younger Youth 48.0% 48.1%
ill Atainment Rete Younger Youth 68.0% 62.4%
Other State Indicators of Performance
Qustomer Satisfaction Adults 89.0% NA
Didocated Workers 87.0% N#A
Youth 94.0% NA&
Employment in Q3 Aduits 61.9% 65.5%
Didocated Workers 71.2% 73.3%
Youth 63.0% 73.3%
Median Annudized Earnings Aduits $14,383 $16,995
Didocated Workers $23,593 $21,685
Youth $8,434 $8,974
Credentia Rate Adults 36.4% 75.0%
Didocated Workers 28.3% 89.5%
Youth 29.4% 45.2%
Cwerdl Jatus of Rot Met -2 Net-5 Exceeded - 19
Local Performance (Unadjusted)

¥ Qate participant satisfaction questionswerenot asked in PO1.
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Table O ~lLocal Performance

Local Area Name Total Participants Served

48 - wia title 1-Bresults

Pacific mountain®®° Adults 598
ETA Assigned #53015™ Didocated Workers 1,005

Clder Youth 88

Younger Youth 389

Total Exiters

Adults 253
Didocated Workers 343
Qlder Youth 23
Younger Youth 13
Negotiat ed KETTE]
Performance Level Performance Level
Qustomer Stisfaction Program Participants 75.0 738
Employers 63.0 64.1
Entered Employment Rete Adults 74.3% 71.2%
Didocated Workers 75.5% 83.5%
COlder Youth 65.1% 88.9%
Retention Rate Adults 81.2% 67.5%
Didocated Workers 91.3% 91.7%
Qider Youth 74.6% 40.0%
Younger Youth 55.0% 54.2%
Earnings Change/Earnings Adults $3,621 $3,689
Replacement in Sx Months Dislocated Workers 81.0% 89.9%
Qlder Youth $3,756 $2,801
Credentid/Diploma Rate Adults 66.4% 56.4%
Disiocated Workers 71.0% 79.1%
Clder Youth 35.6% 80.0%
Younger Youth 43.0% 78.8%
il Attainment Rate Younger Youth 66.0% 69.4%
Other State Indicators of Performance
Qustomer Satisfaction Adults 89.0% NA
Disocated Workers 87.0% NA
Youth 94.0% NA
Employment in Q3 Adults 70.2% 56.3%
Didocated Workers 77.3% 83.6%
Youth 57.2% 60.5%
Median Annudized Earnings Adults $14,662 $13,994
Didocated Workers $22,681 $23,915
Youth $6,831 $7,937
Credential Rate Adults 25.0% 57.3%
Didocated Workers 38.3% 79.6%
Youth 27.5% 76.5%
Ovral Satus of ot Miet -2 Met-7 Excesded - 17

Locd Performance

¥ Qateparticipant

were not asked in P01,
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Table O~Local Performance

Local Area Name Total Participants Served
Northwest == Aduits 279
ETA Assigned #53020°° Didocated Workers 501
Cider Youth 62
Younger Youth 262

Total Exiters

Adults 117
Didocated Workers 212
Qlder Youth 24
Younger Youth 1566
Per fl\é?%gv;%;alf’eval Perfor r/r\:acrt\ggleve!
Qustomer Satisfaction Program Participants 75.0 80.9
Employers 63.0 66.6
Entered Employment Rate Adults 76.5% 71.6%
Didocated Workers 771% 82.3%
Clder Youth 68.3% 66.7%
Retention Rete Adults 85.4% 95.8%
Didocated Workers 89.9% 90.9%
Clder Youth 80.5% 85.7%
Younger Youth 65.0% 73.9%
Earnings Change/Earnings Adults $4,128 $7,198
Replacement in Sx Months Didocated Workers 75.8% 81.5%
Qlder Youth $3,999 $5,226
Credentid/Diploma Rate Adults 68.1% 64.9%
Dislocated Wbrkers 72.5% 74.3%
Qlder Youth 53.4% 38.9%
Younger Youth 59.0% 35.3%
il Atainment Rate Younger Youth 63.0% 62.9%
Other State Indicators of Performance
Customer Setisfaction Adults 89.0% NA
Didocated Workers 87.0% N&
Youth 94.0% NA&
Employmentin (8 Adulis 71.6% 79.0%
Didocated Workers 78.5% 78.6%
Youth 62.7% 93.5%
Median Annudized Earnings Adults $14,949 $17,983
Did ocated Workers $22,918 $21,298
Youth $7,742 $9,080
Credentia Rate Aduits 36.2% 72.6%
Didocated Workers 28.0% 66.1%
Youth 39.4% 24.4%
Oweral Satus of Not Met -3 Met - 5 Bxceeded - 18
Local Performance

" Sate participant sati sfaction questions were not asked in PYO1.
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Table O—-Llocal Performance

Local Area Name Total Participants Served
king®®* Adults 706
ETA Assigned #53025° Dislocated Workers 1,413
Cider Youth 152
Younger Youth 904

Total Exiters

Aduits 257
Didocated Workers 175
CQlder Youth 72
Younger Youth 452
Perf'“o??naqr:gteelfeve! Perfor @aclsngglLevel
Qustorner Satisfaction Program Participants 75.0 701
Employers 60.0 66.9
Entered Employment Rate Adults 73.2% 68.3%
Didocated Workers 77.2% 82.8%
CQider Youth T1.7% 61.9%
Retention Rate Adults 86.2% 81.0%
Didocated Workers 90.6% 91.9%
Clder Youth 72.7% 88.9%
Younger Youth 61.9% 46.8%
Earnings Change/ Earnings Adults $3,794 $3,472
Replacement in Sx Months Didocated Workers 78.9% 84.8%
Qder Youth $2,561 $1,598
Credentiad/Diploma Rate Adults 68.6% 66.3%
Didocated Workers 67.8% 78.2%
Qlder Youth 55.7% 44.4%
Younger Youth 51.0% 54.0%
kill Attainment Rete Younger Youth 54.0% 84.7%

Other State indicators of Performance

Customer Satisfaction Adults 89.0% NA
Didocated Workers 87.0% NA
Youth 94.0% NA
Employment in (8 Aduits 74.4% 67.5%
Dislocated Workers 76.4% 78.3%
Youth 61.4% 89.0%
Median Annudized Earnings Adults $19,338 $15,767
Dislocated Workers $30,551 $30,463
Youth $6,580 $3,695
Credentidl Rate Aduits 33.7% 73.5%
Dislocated Workers 27.4% 82.8%
Youth 39.7% 45.0%
Ovérar Satus of Not Vet [ EE] Exceeded - 13
Loca Performance

¢ pant sati 7on questions were ni edin FYut.
50 - wia titie 1-B results




annual progress|[gCIIIRE Workforce Investment Act / Title IB

Table O~Local Performance

Local Area Name Total Participants Served
Snohomish Adults 422
ETA Assigned #53030™ Dislocated Workers 469
Clder Youth 33
Younger Youth 237

Total Exiters

Adults 134
Didocated Workers 141
Clder Youth 21
Younger Youth 99
NegorTated LGUEL
Performance Level Performance Level
Customer Satisfaction Program Participants 75.0 73.5
Employers 62.0 68.0
Entered Employment Rate Adults 77.2% 76.1%
Didocated Workers 76.6% 89.4%
COlder Youth 64.0% 50.0%
Retention Rate Adults 80.1% 66.7%
Didocated Workers 91.4% 92.7%
CQider Youth 726% 100.0%
Younger Youth 61.2% 60.0%
Earnings Change/ Earnings Adults $1,713 $3,053
Replacement in Sx Months Didocated Workers 75.2% 81.2%
Clder Youth $493 $987
Credentid/Diploma Rae Adults 69.9% 65.7%
Didocated Workers 71.0% 86.1%
Older Youth 30.0% 12.5%
Younger Youth 41.0% 62.5%
il Atainment Rate Younger Youth 65.0% 65.7%
Other State indicators of Performance
CQustomer Stisfaction Adults 89.0% NA
Didocated Workers 87.0% NA
Youth 94.0% NA
Employmentin Q3 Adults 69.7% 46.9%
Didocated Wborkers 79.0% 81.3%
Youth 59.4% 89.5%
Median Annuaized Earnings Adults $21,371 $15,399
Didocated Workers $26,126 $23,390
Youth $5,990 $5,158
Credentid Rde Adults 36.8% 40.6%
Didocated Workers 30.3% 81.3%
Youth 31.9% 22.0%
Osral allsof Not Vet -5 N7 Bceeded - 14

Loca Performance
™~ Jale partici pant sall Saction questions were not asked 1n PYOT.
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Table O -Local Performance

Local Area Name

Total Participants Served

spokane®*® Adults 731
ETA Assigned #53035™> Didocated Workers 826
Cider Youth 135
Younger Youth 310
Total Exiters
Adults 376
Dislocated Workers 39
Qlder Youth 48
Younger Youth 121
Perf%?%%‘r:?:teel?evel Perfor r%ac}tgglLevel
CQustomer Satisfaction Program Participants 75.0 71.0
Bmployers 63.0 67.9
Entered Employment Rete Adults 80.4% 82.4%
Didocated Workers 76.4% 89.6%
Clder Youth 76.9% 80.9%
Retention Rate Adults 82.9% 70.2%
Didocated Workers 90.9% 96.1%
Clder Youth 78.8% 75.0%
Younger Youth 63.7% 68.4%
Earnings Change/ Ezrnings Adults $3,168 $2,345
Replacement in 8x Months Dislocated Workers 78.8% 91.1%
Clder Youth $2,422 $1,594
Credentia/Diploma Rate Adults 66.8% 82.7%
Disocated Workers 77.1% 84.6%
Qlder Youth 67.7% 51.0%
Younger Youth 59.0% 86.2%
ili Atainment Rate Younger Youth 54.0% 89.6%
Other State Indicators of Performance
Qustormer Sdtisfaction Adults 89.0% NA
Dislocated Workers 87.0% NA
Youth 94.0% NA
Employment in Q3 Adults 74.2% 59.8%
Didocated Workers 81.2% 88.5%
Youth 64.4% 76.4%
Median Annualized Earnings Adults $15,450 $14,447
Didocated Workers $23,557 $24,654
Youth $8,245 $7,642
Credentid Rate Adults 35.2% 42.2%
Didocated Workers 25.9% 43.4%
Youth 43.2% 69.3%
Ovral Saus of Not Vet -3 Met-6 Exceeded - 17
Local Performance
icipant sali 10N Questions were ni 1n PT.
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Table O ~Local Performance

Local Area Name Total Participants Served
Pier ce®® Adults 394
ETA Assigned #53040°° Didocated Workers 522
COlder Youth 122
Younger Youth 360

Total Exiters

Adults 86

Didocated Workers 157

Qlder Youth 29

Younger Youth 74

Perf%??n‘gr:g!eefevel Perfor éacgagglLevel

Qustomer Satisfaction Program Participants 75.0 75.8

Employers 61.0 65.7
Entered Employment Rete Aduits 72.0% 61.3%

Didocated Workers 78.4% 82.6%

Older Youth 69.7% 61.9%
Retention Rate Aduits 83.8% 84.4%

Didocated Workers 90.5% 88.4%

COlder Youth 72.3% 66.7%

Younger Youth 64.1% 50.0%
Earnings Change/ Earnings Adults $5,281 $6,175
Replacement in Sx Months Disdocated Workers 80.9% 88.3%

Clder Youth $2,659 $5,484
Credential/Diploma Ree Aduits 66.8% 62.3%

Didocated Workers 74.1% 72.8%

Qlder Youth 45.9% 46.2%

Younger Youth 58.0% 92.3%
il Attainment Rete Younger Youth 64.0% 70.5%

Other State indicators of Performance

CQustomer Stisfaction Aduits 89.0% N A
Didocated Workers 87.0% NA
Youth 94.0% NA
Employment in Q3 Aduits 67.4% 62.0%
Dislocated Workers 78.8% 73.9%
Youth 64.0% 63.0%
Median Annudized Earnings Aduits $16,089 $16,514
Didocated Workers $26,804 $27,387
Youth $7,894 $14,925
CQedentid Rate Adults 39.6% 86.0%
Didocated Workers 36.2% 67.2%
Youth 32.1% 67.9%
Overal Jatus of Not Wet-1 Vet~ 9 Exceeded - 16
Loca Performance

¥ Qate participant satisfaction questions were not asked in PYo1.
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Table O —-Local Performance

tocal Area Name Total Participants Served
north central * Adults 599
ETA Assigned #53045° Didocated Workers 410
CQlder Youth 103
Younger Youth 567

Total Exiters

Adults 282
Didocated Workers 197
COlder Youth 57
Younger Youth 197
Neégotiated ActUal
Performance Level Performance Level
Qustomer Satisfaction Program Participants 75.0 77.6
Employers 65.0 70.4
Entered Employment Rate Aduits 74.2% 80.7%
Didocated Workers 78.5% 83.4%
Older Youth 69.2% 76.5%
Retention Rate Adults 82.7% 83.5%
Didocated Workers 88.6% 96.3%
Cider Youth 74.8% 76.5%
Younger Youth 64.3% 56.0%
Earnings Change/Earnings Adults $3,176 $3,240
Replacement in Sx Months Didocated Workers 85.8% 82.7%
QOlder Youth $3,036 $2,893
Qredentia/Diploma Rete Adults 69.6% 64.3%
Digdocated Workers 62.5% 70.6%
Clder Youth 33.6% 57.5%
Younger Youth 47.0% 65.7%
il Attainment Rate Younger Youth 54.0% 84.0%

Other State Indicators of Performance

Qustormer Setisfaction Adults 89.0% NA
Didocated Workers 87.0% NA
Youth 94.0% NA
Employment in Q3 Aduits 69.0% 75.9%
Didocated Workers 73.9% 87.6%
Youth 63.5% 63.5%
Median Annudized Earnings Adults $16,343 $14,579
Didocated Workers $19,215 $16,550
Youth $8,305 $9,672
Credentid Rate Aduits 30.0% 62.8%
Didocated Workers 21.8% 69.0%
Youth 33.3% 57.9%
Overdl Jatusof Not Met -0 V-8 Exceeded - 20

Locd Performance
¥ Sate participant satisfaction questions were not askedin PYO1.
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Table O~ Local Performance

L.ocal Area Name Total Participants Served
Tri-county Adults 207
ETA Assigned #53050° Dislocated Workers 507
QOder Youth 105
Younger Youth 477

Total Exiters

Aduits 163
Didocated Workers 129
Clder Youth 27
Younger Youth 126
Negoetiated Actual
Performance Level Performance Level
Customer Satisfaction Program Participants 75.0 827
Empioyers 65.0 68.9
Entered Employment Rate Adults 77.6% 76.7%
Didocated Workers 74.5% 78.6%
CQlder Youth 73.8% 88.9%
Retention Rate Adults 81.4% 79.7%
Didocated Workers 89.3% 89.4%
Older Youth 71.9% 77.8%
Younger Youth 51.1% 65.5%
Earnings Change/Earnings Aduits $3,978 $3,498
Replacement in Sx Months Didocated Workers 79.9% 102.9%
Qlder Youth $2,406 $2,894
Credentid/Diploma Rete Adults 66.5% 67.1%
Didocated Workers 73.6% 73.3%
Older Youth 57.8% T2.7%
Younger Youth 49.0% 57.6%
il Attainment Rate Younger Youth 59.0% T4.7%

Other State indicators of Performance

Qustomer Satifaction Adults 89.0% N2
Dislocated Workers 87.0% NA
Youth 94.0% NA
Employment in C8 Aduits 68.9% 64.5%
Dislocated Vorkers 77.4% 78.9%
Youth 56.6% 71.1%
Median Annudized Earnings  Adults $14,583 $11,797
Dislocated Workers $22,540 $23,675
Youth $8.437 $9,911
Credentia Rate Aduits 25.5% 54.8%
Dislocated Workers 22.8% 80.7%
Youth 33.2% 66.7%
OwerAT SES of NSt VEE= 0 VE-B Exesadad =20

Local Performance
¥ Jate particpant sati Saction questions were not asked in PYOT.
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Table O ~Local Performance

Local Area Name Total Participants Served
Eastern washington®° Adults 333
ETA Assigned #53055™° Didocated Workers 348
Qlder Youth 44
Younger Youth 367

Total Exiters

Adulits 188

Dislocated Workers 194

Clder Youth 21

Younger Youth 146

Negotiated Actual
Performance Level Performance Levei

Qustomer Setisfaction Program Participants 75.0 75.7

Employers 66.0 745
Entered Brployment Rate Aduits 72.7% 74.0%

Dislocated Workers 74.6% 80.2%

Qlder Youth 66.3% 63.2%
Retention Rate Adults 76.2% 80.3%

Didocated Workers 90.7% 88.2%

COlder Youth 79.9% 92.3%

Younger Youth 50.7% 57.8%
Earnings Change/ Earnings Adults $3,566 $4,624
Replacement in Sx Months Digdocated Workers 88.4% 110.5%

Clder Youth $2,249 $3,764
Credentid/Diploma Rate Adults 67.8% 66.7%

Dislocated Workers 59.2% 70.1%

COlder Youth 45.3% 47.8%

Younger Youth 60.0% 79.0%
SKill Attainment Rete ‘Younger Youth 54.0% 77.8%

Other State indicators of Performance

Customer SHtisfaction Adults 89.0% NA
Dislocated Workers 87.0% NA
Youth 94.0% NA
Employment in Q8 Adults 65.8% 69.9%
Didocated Workers 74.3% 75.2%
Youth 54.9% 72.2%
Median Annudized Earnings Adults $14,752 $12,853
Dislocated Workers $20,392 $22,643
Youth $6,357 $6,555
Qedentid Rate Adults 27.5% 72.0%
Didocated Workers 38.2% 68.9%
Youth 26.5% 65.4%
Overdl Sausof Nt M&~-0 Vet -4 Excesded - 227

Locd Performance

1cipant sati 10N QUESIONS were n nPT
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Table O ~Local Performance

Local Area Name Total Participants Served
Benton-frankiin>> Adults 2471
ETA Assigned #53060™° Dislocated Workers 225
CQlder Youth 50
Younger Youth 249

Total Exiters

Adults 158
Didocated Workers 123
Clder Youth 10
Younger Youth 45
Perf%??r%trggteel?evel Perfor Qgrt\gglt_evm
Qustomer Setisfaction Program Participants 75.0 738
Employers 62.0 64.4
Entered Employment Rate Adults 80.4% 75.0%
Didocated Workers 73.0% 77.8%
Clder Youth 80.2% 100.0%
Retention Rate Adults 80.3% 79.4%
Did ocated Workers 91.1% 80.0%
Qder Youth 86.0% NA
Younger Youth 67.6% 42.9%
Ezrnings Change/Earnings Adults $2,795 $2,424
Replacerment in Sx Months Didocated Workers 92.1% 68.7%
CQlder Youth $3,600 N~
Qredential/ Diploma Rate Adults 69.0% 52.0%
Did ocated Workers 68.1% 77.3%
Qlder Youth 53.7% 50.0%
Younger Youth 53.0% 57.7%
ill Attainment Rate Younger Youth 73.0% 67.6%
Other State indicators of Performance
Qustomer Stigfaction © Adults 89.0% N A~
Didocated Workers 87.0% N
Youth 94.0% N A
Employment in Q3 Adults 74.1% 67.4%
Didocated Workers 68.4% 47.1%
Youth 67.0% 80.0%
Median Annuaized Earnings Adults $14,752 $14,828
Didocated Workers $25,056 $16,732
Youth $6,585 $5,363
Credentid Rate Adults 25.2% 39.5%
Didocated Workers 8.9% 47 1%
Youth 36.9% 46.7%
Urdl Satus of NGt VEt~5 V-9 Beeded - 10
Locd Performance
ETPants g S Freadir & during the time peri i

** Rate participant sati sfaction questionswere not asked in PY01.
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Table O~Local Performance

Local Area Name Total Participants Served

Statewide Adults NA
disl ocated Did ocated Workers 639
wor ker **°>° Qlder Youth NA
Younger Youth NA
ETA Assigned #53903
Total Exiters
Adults NA
Didocated Workers 428
CQider Youth NA
Younger Youth NA
NegotTated ACtual
Performance Level Performance Level
Customer Salisfaction Frogram Participants 75.0 67.6
Employers NA NA
Entered Employment Rate Adults NA NA
Didocated Workers 76.0% 81.8%
Qder Youth NA NA
Retention Rate Adults NA NA
Didocated Workers 91.0% 90.6%
CQlder Youth NA NA
Younger Youth NA NA
Earnings Change/Earnings Adults NA NA
Replacement in Sx Months Didocated Workers 86.0% 88.2%
Qder Youth NA NA
Credentia/Diploma Rate Adults NA NA
Didocated Workers 69.0% 71.9%
Clder youth NA NA
‘Younger Youth NA NA
Skill Atainment Rate Younger Youth NA NA
Other State indicators of Performance
Customer Sdisfaction Adults NA NA
Did ocated Workers 87.0% NA
Youth NA NA
Employment in O3 Adults NA NA
Disocated Workers 76.0% 75.4%
Youth NA NA
Median Annudized Earnings Adults NA NA
Disocated Workers $24,461 $25,616
Youth NA NA
Qredential Rate Adults NA NA
Didocated Workers 31.2% 43.4%
Youth NA NA
Owrar JEusof NGV -0 V&3 Excesded -5
Local Performance
T Trdltides only thos DYocated Vbrkers not co-arrolled 1 locally Tnoed prog ams.
- i i of asced in PYDL.

Sate particip i
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